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CHAPTER I 
THE PROBLEM AND THE METHODS EMPLOYED IN THIS STUDY 
Various Methods of Teacher Selection 
~ imuortance .2!, teacher selection.-.. The most impor-
tant single duty confronting a public-school board of 
education and its chief executive officer, the superintendent 
of schools, is the selection of competent classroom teachers. 
Such selection is an executive and administrative function 
which should be delegated to the superintendent of schools 
by the board of education. The board should formulate the 
general policy by means of which the necessary number of 
qualified teachers may be secured and should hold the super-
intendent responsible for nomination. The actual appointing 
power rests in the board of education. 
The selection of good teachers is of paramount importance 
because the teacher determines the success or failure of a 
school. The old truism, nAs is the teacher, so is the school," 
is as. applicable today as it was a century ago. Up-to-date 
buildings, fine equipment, adequate supplies, elaborate admin-
istrative and supervisory techniques, curricula adapted to 
the needs and purposes of the learner--all rank high, but are 
II 
I 
I 1 
I 
of secondAry importance in comparison with good teachers. 
Competent teachers achieve the best results with the materials 11 
thus thwarting the sound development of those for whom the 
I' 
II 
at hand. Poor teachers make for inferior educational outcomes, 
ll 
' 
schools exist, namely, the pupils. 
The best possible choice of teachers is a problem not 
confined solely to school administrators. Every American cit-
izen has a vital interest in this matter. According to 
1/ 
Professor Willard s. Elsbree,-
"· ••• The fate of society rests in the teachers' 
hands to a far greater extent than the layman real-
i zes. Upon their skill, their knowledge, and their 
personal influence depends not only the immediate 
welfare of the pupils under them, but the shaping of 
tomorrow's citizenry. Nor is the quality of teaching 
o~ primary concern to parents and reformers only. 
Even from a purely selfish standpoint, every indi-
vidual is personally affected by the education 
afforded children. The schools determine in no small 
measure t he character of the community in which the 
individual lives, and they are mait;\l.y responsible for 
the fact that the people with whom he mingles daily 
are decent, healthy, cleanly, literate, and alert. 
Moreover, universal suffrage will soon give the chil-
dren of today power at the polls, where one man's 
vote counts just as heavily as another's. Each man's 
welfare is thus dependent to a large extent upon the 
schooling given his neighbor's children~" 
The public school administrator should be most cautious 
in the initial appointment of new teachers in his s chool 
system. He and his board of education should make every 
effort to keep out the inefficient and unprepared teacher. 
The task of dismissing an incompetent instructor is not 
easy. Professor George D. Strayer quotes the following rea-
2/ 
sons for this:-
1/ Willard s. Elsbree, Teachers' Salaries. Teaehers College, 
Columbia University. New York, 1931, p. 2-3. 
2/ George D. Strayer, Director, Report ) of a Survey of the 
Public Schools of Boston, Massachusetts. City of Boston 
Printing Department. Boston, 1944, p. 964. 
II 
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"The best teacher is intelligent and con-
scientious, and he realizes his mistakes -- even 
his failures. He is convinced of them without 
being told. The incompetent teacher is neither 
intelligent nor conscientious. But he has political 
friends, and he does not hesitate to use them to 
retain his place on the payroll. 11 
At best, the job of administering and supervising the 
instructional personnel is sufficiently difficult for the 
school administrator and his assistants without their adding 
to this load the problem of incompetents. y 
History of teacher selection .-- In the colonial days of 
America., teachers were selected by the town meeting. Later, 
the growth of education caused this power to be delegated to 
the selectmen or town representatives. The continued increase 
of school business finally led to the creation of the school 
committee (school board) who assumed responsibility for the 
control of the schools, including the hiring of teachers. 
Subsequently, the committee delegated the teacher selection 
function to the superintendent of schools. In this connection, 
' y 
the currently accepted basic principle is as 'follows: 11 The 
Superintendent of Schools should nominate all employees and 
the Board of Education should elect only upon his nomination.u 
1/ Historical details about teacher selection methods may be 
found in Henry Suzzallo, The Rise of Local School Su ervision 
_!n Massachusetts. The School Committee. 1 · 5-1 .2 • Teachers 
College, Columbia University. New York, Contributions to 
Education, Vol. I, No. 3, 1906, P• 154. 
g/ Ed~cational Policies Commission, The Structure and Admin-
istration of Education in American Democracy. The Commission. 
Washington, D. c., 1938, P• 60. 
__ !'- --- - --
,- -
__ ,.
The practice of this principle, however, does not release the 
board from its responsibility for adopting a good plan for 
teacher selection _and checking to make certain that it is 
being applied. 
A study of 1,785 city school systems by the National 
1/ 
Education Association- revealed that 1,482 or 83 per cent of 
them provided for nomination by the superintendent, with ap-
pointment by the board. In the remaining cities, 14 per cent 
required the superintendent to nominate "two or more qualified 
persons" with the final decision left to the board of educa-
tion; 1 per cent did not provide for any participation by the 
superintendent in the selection of teachers; and 2 per cent 
permitted the selection and appointment of teachers by the 
superintendent without any official action by the board. 
Complexity of Teacher Selection in Large City School Systems 
Need for assistants.-- The proble m of selecting the desir-
able and rejecting the undesirable candidates for teaching posi-
tions is much more complex in the large city school systems 
than in the. smaller systems. In any given year, the large city 
school superintendent may find himself confronted with 
thousands of applications for a wide variety of teaching jobs, 
I covering those in the nursery school, kindergarten, primary and 
intermediate grades, special classes, junior high schools, 
senior high schools of various types, and such specialized 
11/ National Education Association, Research Division, Teacher 
fersonnel Procedures: Selection and Appointment . Research 
Bulletin, Vol. XX, No . 2, March, 1942, Washington, D. c., 
P • 54-55 . 
-- -~~;;-,1 ===~ -=--=-= -=-
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fields as music, fine arts, health, physical education, and 
household and industrial arts. As illustrative of the multi-
farious teaching positions in a big system, the New York City 
public school system has in effect more than one thousand 
kinds and grades of licenses for appointment to teaching or 
, supervisory jobs. Such multiplicity requires the selection 
of appropriately trained teachers for specific positions. 
The pressure of numerous other school duties upon the 
superintendent of public schools in cities of 100,000 popula-
tion or over makes it extremely difficult for him to devote 
the necessary time and attention to the many details involved 
in teacher selection. Consequently, assistants are usually 
required to handle the burden of appraising the merit and 
fitness of candidates. These assistants may consist of an 
assistant superintendent, a personnel department, an examining 
board, or others. Whatever the type of organization for teacher 
selection, the superintendent of schools, in cooperation with 
his board of education, should strive to develop a system 
founded on a competitive basis of merit, free from social and 
religious favoritism, and political patronage. 
Personnel departments and boards of examiners . -- The 
organization and duties of the personnel department or 
bureau in large cities have been widely discussed in the 
1 
I 
I 
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professional literature.- On the other hand, relatively 
little has been written about the examining boards in large 
public school systems. In the past decade, less than ten 
references to such boards are listed in ~ Education Index. 
Little or no mention is made of them in the standard text-
Y 
books on school administration. Important studies of 
teacher selection and appointment in large cities omit any 
mention of the boards or gloss over their activities. Such 
relative omission may be attributed to the emphasis given by 
educational authorities to the desirability of centralizing 
the administration of all personnel work in a single depart-
ment. Usually, the work of an examining board constitutes 
only a portion of the activities recommended for inclusion in 
the personnel department. The existence of examining boards, 
as such, and the examining function were not sharply defined 
in standard textbooks or reference books. The important task 
of teacher selection was not clearly set aside as a distinct 
1/ For further details read Samuel E. Weber, Cooperative 
Administration and Supervision of the Teaching Personnel. 
Thomas Nelson and Sons. New York, 1937, P• 252-261; 
George D. Strayer, Director, Report of a Survey of the Public 
Schools of Boston, Massachusetts. City of Boston Printing 
Department. Boston, 1944, p. 949-975. 
2/ w. s. Deffenbaugh, and William R. Zeigel, Jr., Selection 
and Appointment of Teachers. Bulletin, 1932, No. 17, Mono-
graph No. 12, National Survey of Secondary Education; u. s. 
Government Printing Office. Washington, D. c., 1933, p. 115; 
John Coulbourn, Selection of Teachers in Large City School 
Systems. Teachers College, Q~lumbia University. New York, 
Contributions to Education, No. 740, 1938, p. 177; National 
Education Association, Research Division, Teacher Personnel 
Procedures: Selection and Appointment. Research Bulletin, 
Vol. XX, No. 2, March, 1942, Washington, D. C., p. 29. 
6 
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function of the boards. In most places, examining board members 
engaged in teacher selection work on a part-time basis while 
their major school duties were elsewhere, for example, in 
service as a su:pe rintendent or an as s istant superintendent, 
or a principal. As the result, their activities as examiners 
were oftentimes overlooked or minimized. Uniform examining 
I 
I 
I 
I 
li 
\\ 
'I I 
I 
I 
I 
methods had not developed on a national basis. Groups function-
ing in the field of teacher selection were known by a variety 
of names. For these reasons the examining board failed to re-
ceive the attention it deserved as an important type of organ-
ization dealing with teacher selection. A detailed ' analysis of \ 
the examining board seemed desirable and worth while, especially 
since, for some years, the writer has had a strong personal 
interest in what he considered an extremely important aspect 
of public education. 
The Purposes and Scope of This Study 
Purposes and limitations.-- The purposes of this study 
were to analyze the nature and functions of current examining 
boards; to analyze and evaluate their activities in the light 
of accepted educational criteria; and to report the findings. 
I It is possible that the results of the study may serve as 
I\ a guide for those school systems desir ous of establishing 
I\ examining boards. Perhaps certain portions of the completed 
\ study could be used by existing boards as the l:asis for the 
\ improvement of their own practices. 
11 This study was limited in scope to the nature and activi-,~, 
I 
i 
I 
li 
I 
I 
I 
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7 
ties of examining boards or committees prevailing in the 
public school departments of cities with population in each 
of 100,000 or over. Table 1 lists the name·s and populations 
of such cities. 
Table 1. Thirty Cities, Population in Excess 
with Examining Boards or Committees 
Selection of JUblic School Teachers Populations.~ 
of 100,000, 
for the 
and Their 
City 
Albany, New York 
Baltimore, Maryland 
Boston, Massachusetts 
Cambridge, Massachusetts 
Camden, New Jersey 
Chicago, Illinois 
Des Moines, Iowa 
Elizabeth, New Jersey 
Hartford, Connecticut 
Kansas City, Missouri 
Lowell, Massachusetts 
Lynn, Massachusetts 
Milwaukee, Wisconsin 
Newark, New Jersey 
New York, New York 
Paterson, New Jersey 
Philadelphia, Pennsylvania 
Providence, Rhode Island 
St. Louis. Missouri 
San Antonio, Texas 
Somerville, Massachusetts 
Springfield, Massachusetts 
Syracuse, New York 
Tacoma, Washington 
Tulsa, Oklahoma 
Washington, D. C. 
Wichita, Kansas 
Wilmington, Delaware 
Worcester, Massachusetts 
Youngstown, Ohio 
Population 
130,577 
859,100 
766,386 
111,124 
117,536 
3,396,808 
159,819 
109,912 
166,267 
399,178 
101,229 
105,153 
587,472 
429,760 
7,454,995 
139,656 
1,931,334 
253,504 
816,048 
253,854 
105,883 
159,896 
205,967 
139,000 
142,157 
938,458 
155,968 
112,504 
198,741 
167,720 
~ Map of the United States, Rana McNally & Company, 1 
distributed by The Haskin Service, Washington, D. c. 
Population figures are in accordance w1 th the 1940 U. s. 
Census, 1945 State Census figures, and 1945 Federal estimate. 
1\ 
·l 
Table 2 gives the number of superintendents, supervisors, 
principals, and teachers in these cities. 
Table 2. Number of Superintendents, Supervisors, Prin·cipals, 
and Teachers Employed in Thirty Cities, Population 
in Excess of 100,000, with Examining Boards or Com- / 
mittees for the Selection of Public School Teachers.~ 
City 
(1) 
Number of 
Superintendents, 
Supervisors and 
Principals 
(2) 
Number of 
Teachers 
(3) 
Albany, New York 47 622 · 
Baltimore, Maryland 239 3,504 
Boston, Massachusetts 171 3,774 
Cambridge, Massachusetts 34 605 
Camden, New Jersey 35 622 
Chicago, Illinois 436 12,310 
Des Moines, Iowa 45 832 
Elizabeth, New Jersey 40 594 
Hartford, Connecticut 42 830 
Kansas City, Missouri 123 1,702 
Lowell, Massachusetts 16 420 
Lynn, Massachusetts 26 430 
Milwaukee, Wisconsin 114 2,311 
Newark, New Jersey 72 2,239 
New York, New York 1,283 29,231 
Paterson, New Jersey 46 825 
Philadelphia, Pennsylvania 319 7,078 
Providence, Rhode Island 68 1,242 
St. Louis, Missouri 136 2,635 
San Antonio, Texas 60 1,213 
Somerville, Massachusetts 20 515 
Springfield, Massachusetts 47 770 
Syracuse, New York 99 1,124 
Tacoma, Washington 42 571 
Tulsa, Oklahoma 60 951 
Washington, D. c. 186 3,219 
Wichita, Kansas 53 673 
Wilmington, Delaware 36 502 
Worcester, Massachusetts 79 1,046 
~/ Biennial Survey of Education in the United States, 1942-44; 
Statistics of City School Systems, 1943-44. Federal Security 
Agency, U. s. Office of Education. u. s. Government Printing 
()f"f' 1 c~s-hl-:r~gt,ea,-':9.... O=.-,==l=94e,--p--.==l4~~-; p. 24- c===========#===== 
Youngstown. Ohio 44 857: 
Sources of data.-- The data for this study were drawn 
from the following sources: 
1. Literature in the field of school administration, 
teacher selection, and civil service. 
2. Printed and mimeographed materials obtained from the 
various examining boards. 
3. Check lists answered by the examining boards studie~. 
4. Personal interview with a member of the examining 
board in each of ten cities and several experts in the field 
of -federal, state, and municipal civil service. 
The method of procedure.-- The initial step in this study 
was to define tentatively the term, "Board of Examiners." This 
definition was formulated after consultation With several pro-
fessors of Education and a perusal of various books and 
articles in the field of school administration and teacher 
selection. The definition was then included in a brief prelim-
1/ 
inary check list- mailed to each superintendent of sehools 
in ninety-three American cities with population in each of 
~/ 21 
100,000 or more. Four follow-up letters were sent before 
]:/ Appendix A. 
~/Map of the United States, Rand McNally & Company, 1946, 
distributed by The Haskin Service, Washington, D. c. Population 
figures are in accordance with the 1940 u. s. Census, 1945 
State Census figures, and 1945 Federal estimate. 
2/ Appendix B. 
"' 10 
all of the cities had returned filled-in check lists. Review 
1 of the returns indicated the possible existence of fifty-five 
formal and informal examining boards. 
1/ 
Next a longer tentative check list- was prepared in 
mimeographed form for the purpose of validating the contents 
by submitting it to a group of specialists in the field of 
teacher selection. An expanded "Board of Examiners" definition 
was embodied in this list because the preliminary returns 
revealed a misinterpretation of the original definition by 
1 authorities in fifteen school systems. These persons declared 
in answer to one question that their systems did not possess 
boards of examiners. Answers to a subsequent question, however, \ 
I 
showed that different school officials were perfonning examiner j 1 
, functions such as recruiting, handling applications, examining, I 
and rating of teacher candidates. To minimize misunderstanding, 
11 the earlier definition was enlarged by the inclusion of a II 
\I section dealing specifically with the types of school officials IJ 
that make up a board of examiners. Special attention was given I 
' 
to the preparation and circulation of the new list. Every II 
I 
effort was made to have it agree with the principles set forth 
in various works dealing with check lists or questionnaires. 
2
/ \1 
I 
Appendix c. 
II g/ Walter S • .Monroe, Editor, Encyclopedia of Educational , 
1
: Research, Article, Questionnaires, . by Herbert A. Toops, The 
1 Macmillan Company. New York, 1941, P• 874-876; National Educa-
, tion Association, Research Division, The Questionnaire. 
I Research Bulletin, Vol. VIII, No. 1, January, 1930, Washington, 1 D. c., p. 52; Leonard v. Koos, The Questionnaire in Education. 
1 The Macmillan Company, New York, 1928, p. 178. 
\. 
11 
)I 
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Careful consideration was given to the inclusion of topics 
and questions. In this regard several Research Bulletins 
issued by the Research Division of the National Education 
1/ 
Association- were very useful. Other major sources of ideas 
follow: personnel sections of standard textbooks on public 
school administration; teacher personnel issues of the 
Review of Educational Research; two unpublished doctoral 
~I 
dissertati ons; publications of the City of Boston School 
21 ~/ 
Committee, City of New York Board of Education, New York 
1/ National Education Association, Research Division, Practices 
Affecting Teacher Personnel. Research Bulletin, Vol. VI, No. 4, 
September, 1928, Washington, D. C., p. 50; Administrative 
Practices Affecting Classroom Teachers. Part I: The Selection 
and Appointment of Teachers. Research Bulletin, Vol. X, No. 1, 
January, 1932, Washington, D. c., p. 33; Teacher Personnel Pro-
cedures: Selection and Appointment. Research Bulletin, Vol. XX, 
No. 2, March, 1942, Washington, D. C., p. 29; Teacher Personnel 
Procedures: Employment Conditions in Service. Research Bulletin 
Vol. XX, No. 3, May, 1942, Washington, D. C., P• 33; The Teache 1 
Looks at Personnel Administration. Re search Bulletin, Vol.XXIII I 
No. 4, December, 1945, Washington, D. c., p . 53. 
~/ L. Tennent Lee, Jr., Organization and Procedures of Boards 
of Examiners in Large Cities. Unpublished Doctor of Education 
Dissertation, Advanced School of Education, Teachers College, 
Columbia University. New York, August, 1942, p. 81; Louis Marks 
The Selection, Appointment, and Promotion of Personnel in a 
Large City School System. Unpublished Doctor of Philosophy 
Dissertation, School of Education, New York University, New 
York, 1933, p. 353. 
1 2/ Boston School Committee, Circular of Information: The Exam-
ination, Certif i cation, Appointment of Teachers and Members of 
the Supervising Staff in the Public Schools. City of Boston 
Printing Department. Boston, 1950, p. 46. 
~/ Board of Education of the City of New York, Examination 
Procedures of the Board of Examiners. New York, September, 194~ 
P• 55. 
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Teachers Guild, American Conference of Teacher Examin-
2/ (City) y 
and the two surys by Professor I. L. Kandel and 
John Coulbourne Conferences concerning the development 
ers; 
Doctor 
of the check list were held with five Boston University Pro-
fessors of Education, three of whom had served as school super-
intendents, and two City of Boston public school administrators 
whose duties included teacher selection. 
The tentative check list was then submitted to a staff 
member of the National Committee on Teacher Examinations and 
members of the public school examining boards in Baltimore, 
Boston, Elizabeth, Newark, Philadelphia, Providence, Spring-
field, Mass., and Washington, D. c. for critical analysis. The 
suggestions of this validating committee were incorporated in 
21 
a final printed check list of twenty pages. This revised form 
1/ New York Teachers Guild, For a Better Teacher Examination 
System: The Guild Recommends. Mimeographed, · New York, June, · 
1939, P• 60; For a Better Teacher Examination S!stem; The Guild 
Recommends. Mimeographed, New York, October, 19 6, P• 41. 
~/ American Conference of Teacher Examiners, Principles of 
Teacher Selection. Adopted at Its Annual Meeting in Philadel-
phia, October 5 and 6, 1944, p. 8. 
3/ I. L. Kandel, Report of a survey of the New York City Board 
of Examiners. Mimeographed, New York, 1940, p. 91. 
!J_/ John Coulbourn, Selection of Teachers in Large City s·chool 
Systems. Teachers College, Columbia University. New York, 
Contributions to Education, No. 740, 1938, P• 177. 
~/ Appendix D. 
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was sent to all of the fifty-five cities. Complete or incom- I 
plete answers were received from all of 
11 
these cities except I 
to obtain these results ~ five. Two follow-up letters 
I 
were used 
A study of the final check lists returned revealed that there 
I 
were functioning in the large urban school systems thirty 
examining boards concerned with the selection of teachers. All ,
1 
of these boards conformed with the "Board of Examiners" defini- 1 
tion given below. This revised definition doubtless accounted 
II in large measure for the drop from fifty-five cities to thirty II 
II 
I cities. 
Tabulation, analysis, and evaluation of the data were 
made. Problems involved in teacher sele ction were discussed 
personally with members of examining boards in ten cities--
those of the validating committee and New York City and 
Worcester. These discussions occurred before the preparation 
of the final check list. Interviews were held with federal, 
state~ and municipal civil service authorities in Boston, New 
York City, and Washington, D. C. Pertinent literature in the 
field of school admi:nistrati on, teacher selection, and civil 
service was studied. 
I 
I 
Definition .Q! examining board ..... For purposes of this I 
I
I 
study, as finally defined, an examining board or committee for 
the selection of teachers Within the particular public school 
system is an organization whose membership is composed of two 
1/ Appendix E • . 
i. 
I 
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II 
or more persons, legally delegated or assigned the duty of 
!1 appraising the merit and fitness of candidates for initial 
1/ entry into full-time teaching positions within the system. The 
11 board or committee also may be entrusted with the examination 
of applicants for (1) temporary or substitute teaching jobs, 
II 
1 
and (2) promotion to higher paying jobs within the system. 
I Examining board or committee members may devote all or part of 
jl their working time to these duties. 
This definition includes examining boards or committees 
II 
II 
il 
made up of (1) superintendent of schools and assistant super-
intendent(s); (2) superintendent and full-time examiners; 
(3) superintendent, assistant superintendent(s), directors, 
lj 
I! 
principals, heads of department, and 
dent and members of research bureau; 
teachers; (4) superinten-
1 (5) any combination of the l
li 
il 
,I 
I 
II 
I 
Jr 
:I 
II 
preceding; and (6) other personnel. II 
r· 
I 
15 
r 
t! 1.6 
T =:=c.-=~=~+= I 
I I 
I 
CHAPTER II 
ORGANIZATION OF EXAMINING BOARDS 
Types of Organization 
Definition of organization.-- The kind of organization 
I 
employed in the teacher selection process is important. As ~/ 
defined by Professors William B. Cornell and John H. MacDonald 
"organization means the structure or form ·or an 
enterprise, and the arrangement of all the parts 
thereof in a suitable manner for use or service. It 
further includes laying out the scope and functions 
of all parte, selecting the proper individual a to 
carry on the work, and determining their duties, 
together with their relationships and contacts with 
one another." 
I 
I 
The opinion is frequently expressed that men, rather than I 
the type of or:gan1.zation, are the chief factors in obtaining 
11 excellent results, and that good men will achieve the maximum, 
irrespective of the form of organization. Men are important of 
course but more effective results may be expected from them 
if the type of organization centralizes authority and responsi-
bility, minimizes or prevents the evasion of responsibility, 
and excludes ulterior elements and motives from administration. 
Types £! organization.-- An examination of the preliminary 
replies received from the ninety-three public school systems 
revealed three distinct types of organization concerned with 
teacher selection. In the first type, found in slightly more 
1/ William B. Cornell, and John H. MacDonald, Fundamentals of 
\
Business Organization and Management. American Book Company. 
1
\ New York, .1927, p. 74. 
' 
I 
'I 
I 
I 
I 
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than one-third of the school systems, the superintendent of 
schools performed the following tasks embodied in the selection . 
of full-time teachers: (1) recruiting; (2) receiving applica-
tions; (3) verifying records; (4) examining candidates; and 
(5) rating candidates. Some superintendents mentioned that 
they received assistance in the conduct of this work from 
their clerical and professional staffs, especially assistant 
superintendents and principals. This aid, however, was not of 
a sufficiently pre-arranged and regular nature in many cases 
to alter the superintendent's status as the tea cher- selection 
agency. In fact all of the superintendents in this group spe-
fically stated that their systems did not possess an examining 
board or personnel division. Interestingly, this relatively 
simple type of organization prevailed mainly in those cities 
of the 100,000 to 150,000 population group. I 
The second type of organization was the personnel division \ 
existing in approximately one-fourth of the school systems \ 
studied. The majority of the cities in this group have indi-
vidual populations in excess of 223,000. A personnel division 
may be defined as an agency assigned a variety of tasks, in-
cluding (1) the formulation of personnel policies; (2) the 
recruitment, examination, and rating of candidates for full-
time and temporary teaching positions; (3) the maintenance of 
I 
overall personnel records; and (4) the supervision and improve- \ 
ment of teachers in serv1 ce. Cleveland, Detroit, and Los .Angele 1\ 
are examples of the personnel d1Y1sion type of organization. I 
I 
c========- --
The third type of tea cher selection a gency consisted 
of examining boards or committees. This is the type which 
will receive major emphasis in this study. All of the 
examining boards so discussed conform with the definition 
given in Chapter I. Although the size of the population 
in each city may have been a factor in the type of organiza-
tion developed for the selection of teachers, there is no 
direct and arbitrary relationship between size of community 
and type of organization. 
Table 3 lists the thirty cities with examining boards, 
the names of these boards, the dates of their establishment, 
and the authority for their existence. 
- - - &. 
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'Table .?.-Thirty Cities, Population in Excess of 100,000, with Examining Boards, Names of 
I the Boards, Establishment Dates, and Authority for Existence. 
City 
(I) 
Albany, New York 
Baltimore, Maryland 
Boston, Massachusetts 
Cambridge, Massachusetts 
Camden, New Jersey 
Chicago, Illinois 
Des Moines, Iowa 
Elizabeth, New Jersey 
Hartford, Connecticut 
Kansas City, Missouri 
Lowell, Massachusetts 
Lynn, Massachusetts 
Milwaukee. Wisconsin 
Newark New Jersey 
New York, New York 
Paterson, New Jersey 
Philadelphia, Pennsylvania 
Providence, Rhode Island 
St. Louis, Missouri 
San Antonio, Texas 
Somerville, Massachusetts 
Springfield, Massachusetts 
Syracuse. New York 
Tacoma, Washington 
Tulsa, Oklahoma 
Washington, D. C. 
Wichita, Kansas 
Wilmington, Delaware 
Worcester, Massachusetts 
Youngstown, Ohio 
~ Approximately 
Name of Examining Board 
(2) 
Merit Committee 
Board of Examiners ' 
Board of Examiners 
Examining Board ' 
Pers.onnel Committee 
Board of Examiners 
Interview Committee 
Teacher Examiners 
No official name 
Interview Committee 
No official name 
Personality Rating Board 
Board of Examiners 
Board of Examiners 
Board of Examiners 
Board of Examiners 
Division of Examinations 
No official name 
Committee on Teacher Examinations 
Pers.onnel Committee 
No official name 
Board of Examiners 
No official name 
No official name 
Personnel Examining Committee 
Board of Examiners 
Examining Committee 
Teacher Selection Committee 
No official name 
No official name 
Date of 
Establishment 
1933. 
1931" 
1924 
1948 
(3) 
Not Specified 
1917 
1930• 
1940 
1934 
1920 • 
1939 
1935 
1941 • 
1928 
1898 
1944 
1912 
1932 
1947 
1940 
1929• 
1934 
1939 
1937 
1944 
1906 
Not Specified 
1938 
Not Specified 
Not Specified 
Authority 
for Existence 
(4) 
Board of Education 
{ 
Municipal Ordinance 
Board of Education 
Board of Education 
Board of Education 
Board of Education 
State Law 
Superintendent of Schools 
Board of Education 
Superintendent of Schools. 
Board of Education 
Board of Education 
Board of Education 
Board of Education 
{ State Law Board of Education 
State Law 
Board of Education t State Law 
Board of Education 
Superintendent of Schools 
Superintendent of Schools 
Superintendent of Schools 
Superintendent of Schools 
Board of Education 
Board of Education 
Superintendent of Schools. 
Superintendent of Schools 
Act of Congress 
Superintendent of Schools 
Superintendent of Schools 
Not Specified 
Superintendent of Schools 
:lq 
.l ,, 
~---
1 
Reasons !£! ~ creation 2f examining boards.-- Examining 
I boards were established in order (1) to eliminate the appoint-
\ 
ment and promotion of teachers on the basis of personal and y 
religious favoritism and of political patronage; (2) to 
place the appointment and promotion of teachers under the 
merit system; (3) to issue teaching licenses; and (4) to 
assist the superintendent of schools in handling the numerous 
details connected With teacher sele ctlon. The creation of a 
particular board may have resulted from any one or a combina-
tion of the preceding reasons. 
Membership of examining boards.-- Examining boards may be 
divided into three general types based on the composition of 
their membership. The first type included those boards whose 
, members (except superintendents of schools) devoted their full 
working-time to the duties of the board. Four examining boards 
came within this classification• Their names and organization 
details are contained in Table 4. 
'I 
I 
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Table 4.-Membership of Examining Boards with Full-time Members. 
City Membership of Board Length of Term Appointed By 
( 1 ) (2) (3) (4) 
Boston, Massachusetts 1. Chief Examiner Tenure Board of Education 
2. Examiner ' Tenure Board of Education 
3. Examiner Tenure Board of Education 
Chicago, Illinois 1. Superintendent of Schools 4 years Board of Education 
2. Examiner 2 years Board of Education 
3. Examiner 2 years Board of Education 
New York, New York 1. Superintendent of Schools Not Specified Not Specified 
2. Examiner : Tenure The seven Examiners are 
3. Examiner Tenure appointed by the Board 
4. Examiner i Tenure of Education from eli-
5. Examiner Tenure gible lists prepared by 
6. Examiner ' Tenure the Municipal Civil 
7. Examiner I Tenure Service Commission. 
: 8. Examiner I Tenure 
Philadelphia, Pennsylvania 1. Superintendent of Schools Indefinite Board of Education 
2. Director of Examinations Tenure Board of Education 
3. Special Assistant I Tenure Board of Education 
I 
_I -----=-
1 
The second type was made up of boards with membership 
consisting of the superintendent of schools and members of 
the administrative and teaching staffs. These members devoted 
II 
,, 
II 
II 
as much time as was necessary to the teacher selection process. ' 
Fifteen examining boards were included within this category. 
Table 5 gives details about the membership in this group. 
Relative to the existence of the two examining boards 
11 
in Washington, D. C., Professor George D. Strayer stated: 
"':Che two boards of examiners should be consol-
idated into one board of examiners which should serve 
the needs of the school system as a whole. 
"Under the present dual organization there is 
an unnecessary and illogical duplication of work. The 
board of examiners for the white schools prepares the 
examinations for the licensing of teachers in the 
white schools, and the board of examiners for the 
colored schools performs the same function for 
the licensing of colored teachers. The preparation 
of one examination would serve every purpose. 
"Moreover, the expenditure of time and effort, 
not only by the boards of examiners but also by the 
directors, beads of departments, and teachers through 
such inexcusable duplication of work cannot be jus-
tified." 
1/ George D. Strayer, Director, The Report of a Survey of the 
Public Schools of the District of Columbia. u. s. Government 
Printing Office. Washington, D. c., 1949, P• 117-118. 
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Table 5.-Membership of Examining Boards Consisting of the Superintendent of Schools and 
Members of the Administrative and Teaching Staffs. 
City 
(1) 
Albany, New York 
Baltimore, Maryland 
Elizabeth, New Jersey 
Hartford, Connecticut 
Lowell, Massachusetts 
Newark, New Jersey 
Paterson, New Jersey 
San Antonio, Texas 
Somerville, Massachusetts 
Tacoma, Washington 
Washington, D. C. 
( 2 boards; 1 white; 
1 colored) 
Wichita, Kansas 
Wilmington, Delaware 
Worcester, Massachusetts 
Youngstown, Ohio 
Membership of Board 
(2) 
1. Superintendent of Schools 
2. Principal 
3. Principal 
4. Principal 
5. Principal 
1. Superintendent of Schools 
2. Assistant Superintendent of Schools 
3. Assistant Superintendent of Schools 
4. Assistant Superintendent of Schools 
5. Assistant Superintendent of Schools 
6. Director of Research 
7. Assistant Director of Research 
1. Superintendent of Schools 
2. Teacher Examiner 
1. Superintendent of Schools 
2. Assistant Superintendent of Schools 
3. Director of Elementary Instruction 
4. Director of Secondary Instruction 
5. Supervisor of Special Subject 
1. Superintendent of Schools 
2. Chief Examiner 
3. Interviewer 
4. Interviewer 
1. Superintendent of Schools 
2. Director of Personnel 
3. Principal, Secondary School 
4. Principal, Elementary School 
5. Teacher, Secondary School 
6. Teacher, Elementary School 
7. Supervisor 
1. Superintendent of Schools 
2. Assistant Superintendent of Schools 
3. Assi~tant Superintendent of Schools 
4. Principal, High School 
5. Principal, High School 
6. Principal, Elementary School 
7. Principal, Elementary School 
1. Superintendent of Schools 
2. Assistant Superintendent of Schools 
3. Assistant Superintendent of Schools 
4. Director of Education 
5. Director. of Research 
1. Superintendent of Schools 
2. Assistant Superintendent of Schools 
3. Principal, High School 
4. Supervisor, Department Concerned 
5. Head, Deparrment Concerned 
6. Teachers 
7. Members, Board of Education 
1. Superintendent of Schools 
2. Assistant Superintendent of Schools 
1. Superintendent of Schools 
2. Chief Examiner (1 white; 1 colored) 
3. Four to Six Members of Teaching and 
Length of Term 
(3) 
At the pleasure 
of the Board 
of Education 
Indefinite 
Indefinite 
Indefinite 
Indefinite 
Indefinite 
Indefinite 
Indefinite 
Indefinite 
Indefinite 
During tenure 
During tenure 
During tenure 
During tenure 
During tenure 
Not Specified 
Not Specified 
Not Specified 
Not Specified 
Indefinite 
Tenure 
3 years 
3 years 
3 years 
3 years 
3 years 
Not Specified 
Not Specified 
Not Specified 
Not Specified 
Not Specified 
Not Specified 
Not Specified 
Indefinite 
Indefinite 
Indefinite 
Indefinite 
Indefinite 
Indefinite 
Indefinite 
Indefinite 
Indefinite 
Indefinite 
Indefinite 
Indefinite 
Not Specified 
Not Specified 
Indefinite 
Indefinite 
Supervisory Staffs 1 year 
l. Superintendent of Schools Not Specified 
2. Director of Elementary Education Not Specified 
3. Principal, Elementary School Not Specified 
4. Supervisor, Department Concerned Not Specified 
5. Director of Secondary Education Not Specified 
6. Principal, Secondary School Not Specified 
1. Superintendent of Schools Continuous 
2. Assistant Superintendent, Elementary Education Continuous 
3. Assistant Superintendent, Secondary Education Continuous 
4. Director of Vocational Education Continuous 
5. Director of Pers.onnel Continuous 
6. Principal, Building Concerned Continuous 
7. Supervisor Concerned Continuous 
1. Superintendent of Schools Not Specified 
2. Assi~tant Superintendent of Schools Not Specified 
3. Principals Not Specified 
4. Directors Not Specified 
5. Supervisors Not Specified 
1. Superintendent of Schools Not Specified 
2. Assi~tant Superintendent of Schools Not Specified 
3. Director of Elementary Education Not Specified 
Appointed By 
(4) 
Board of Education 
Board of Education 
Board of Education 
Board of Education 
Board of Education 
Board of Education 
Superintendent of Schools 
Superintendent of Schools 
Superintendent of Schools 
Superintendent of Schools 
Superintendent of Schools 
Superintendent of Schools 
Board of Education 
Board of Education 
Board of Education 
Superintendent of Schools 
Superintendent of Schools 
Superintendent of Schools 
Superintendent of Schools 
Not Specified 
Board of Education 
Chief Examiner 
Chief Examiner 
Board of Education 
Board of Education 
Board of Education 
Board of Education 
Board of Education 
Board of Education 
Board of Education 
Board of Education 
Board of Education 
Board of Education 
Board of Education 
Board of Education 
Board of Education 
Board of Education 
Board of Education 
Superintendent of Schools 
Superintendent of Schools 
Superintendent of Schools 
Superintendent of Schools 
Board of Education 
Board of Education 
Board of Education 
Board of Education 
Board of Education 
Board of Education 
Board of Education 
Superintendent of Schools 
Board of Education 
Board of Education 
Board of Education 
Board of Education 
Board of Education 
Board of Education 
Board of Education 
Board of Education 
Board of Education 
Board of Education 
Board of Education 
Board of Education 
Board of Education 
Board of Education 
Board of Education 
Board of Education 
Board of Education 
Board of Education 
Superintendent of Schools 
Superintendent of Schools 
Superintendent of Schools 
Board of Education 
Superintendent of Schools 
Superintendent of Schools 
In the third type, the examining board membership con-
sisted of persons from the administrative and teaching staffs 
without the services of full-time members and the superin-
tendent of schools. Varying amounts of time were given to 
the examining work. Eleven school systems possessed this type 
of board. Facts about the membership of the boards within 
this division are shown in Table 6. 
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1: Table G.- Membership of Examining Boards Composed of Members of the Administrative and 
Teaching Staffs. 
II 
City 
(1) 
Cambridge, Massachusetts 
Camden, New Jersey 
Des Moines, Iowa 
Kansas City, Missouri 
Lynn, Massachusetts 
Milwaukee, Wisconsin 
Providence, Rhode Island 
St. Louis, Missouri 
Springfield, Massachusetts 
Syracuse, New York 
Tulsa, Oklahoma 
Membership of Board 
(2) 
1. Assistant Superintendent of Schools 
2. Assistant Head Master, High School 
3. Director, Primary Education 
4. Principal, Elementary School 
5. Director of Child Service 
6. Teacher, Elementary School 
1. Director. Elementary Education 
2. Director, Secondary Education 
3. Director, Business 
4. Principal, Elementary School 
5. Principal, Junior High School 
6. Principal, Senior High School 
1. Assistant Superintendent of Schools 
2. Personnel Secretary 
3. Director of Level Involved 
4. Principal of Level Involved 
5. Teacher of Level Involved 
1. Assistant Superintendent, Personnel 
2. Director of Department Involved 
3. Principal, Secondary School 
4. Principal, Elementary School 
1. Deputy Superintendent of Schools 
2. School Psychologist 
3. Director, Health and Physical Education 
4. Department Supervisor Concerned 
1. Assistant Superintendent of Schools 
2. Assistant Superintendent of Schools 
3. Assistant Superintendent of Schools 
4. Assistant Superintendent of Schools 
1. Deputy Superintendent of Schools 
2. Assistant Superintendent of Schools 
3. Assistant Suoerintendent of Schools 
4. Director, Department Involved 
5. Supervisor, Department Involved 
1. Principal, Elementary School 
2. Principal, Elementary School 
3. Principal, Elementary School 
4. Director of Education 
5. Teacher 
Four members, Elementary School Division 
Four members, Secondary School Division 
1. Principal 
2. Principal 
3. Principal 
4. Principal 
5. Principal 
6. Principal 
7. Principal 
8. Teacher and Part-time Supervisor 
1. Director of Research 
2. Assistant Superintendent of Schools 
3. Supervisors and D irectors as Needed 
1. Assistant Superintendent of Schools 
2. Assistant Superintendent of Schools 
3. Director of Pers.onnel 
' 
: 
Length of Term Appointed By-
(.3) (4) 
Indefinite Superintendent of Schools 
Indefinite Superintendent of Schools 
Indefin ite Superintendent of Schools 
Indefinite Superintendent of Schools 
Indefinite Superintendent of Schools 
Indefinite Superintendent of Schools 
Indefinite Superintendent of Schools 
Indefinite Superintendent of Schools 
Indefinite Superintendent of Schools 
Indefinite Superintendent of Schools 
Indefi nite Superintendent of Schools 
Indefinite Superintendent of Schools 
Not Specified Not Specified 
Not Specified Not Specified 
Not Specified Not Specified 
Not Specified Not Specified 
Not Specified Not Specified 
Not Specified Superintendent of Schools 
Not Specified Superintendent of Schools 
Not Specified Superintendent of Schools 
Not Specified Superintendent of Schools 
Indefinite Board of Education 
Indefinite Board of Education 
Indefinite Board of Education 
Indefinite Board of Education 
Indefinite Board of Education 
Indefinite Board of Education 
Indefinite Board of Education 
Indefinite Board of Education 
Indefinite Superintendent of Schools 
Indefinite Superintendent of Schools 
Indefinite Superintendent of Schools 
Indefinite Superintendent of Schools 
Indefinite Superintendent of Schools 
Not Specified Board of Education 
Not Specified Board of Education 
Not Specified Board of Education 
Not Specified Board of Education 
Not Specified Board of Education 
3 years Board of Education 
3 years Board of Education 
3 years Board of Education 
3 years Board of Education 
3 years Board of Education 
3 years Board of Education 
3 years Board of Education 
3 years Board of Education 
Indefinite Superintendent of Schools 
Indefinite Superintendent of Schools 
Indefinite Superintendent of Schools 
1 year Superintendent of Schools 
1 year Superintendent of Schools 
1 year Superintendent of Schools 
II 
I 
li 
lr 
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II 
Arguments for and against various types g£ membership ~ 
boards of examiners.- Where the volume of work warrants, 
there is much to be said in favor of an examining board whose 
members devote themselves exclusively to examining work. All 
of the advantages of specialization are gained. The board mem-
bers become experts. When properly chosen and developed, they 
reach a high degree of technical efficiency. The attainment 
of such status comes after years of training and experience. 
Knowledge obtained by study is helpful but the emphasis is on 
experience. 
The operation of an examining system is not an easy task. 
It involves planning, formulating tests and rating the ex-
perience, education, and performance of candidates. Maximum 
results cannot be achieved if the administration of the system 
is entrusted to persons whose major duties in the school sys-
tem are in separate and unrelated fields. Oftentimes these 
persons find themselves so swamped with the daily demands of 
their regular job that they lack the time and energy necessary 
for the proper functioning of a good teacher selection plan. 
J 
Relative to persons of this type, Professor Lewis Meriam said;""" 
"They cannot get away from the grind long enough 
personally to study the facts independently, to see 
persons in other departments and in private agencies 
whose work impinges on theirs, and to work out a new 
plan or procedure." 
]:/ Lewis Mariam, Public Service and Special Training. The 
University of Chicago Press. Chicago, 1936, p. 52. This volume 
contains an excellent discussion of "The Expert in the Public 
Service," P• 27-41. 
I ~ 
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This observation is especially applicable to assistant 
superintendents who are frequently members of the examining 
boards. 
The question of permanency in connection with work on 
examining boards deserves consideration. Members of the 
II 
supervisory and teaching staff assigned to serve as examiners 
for a limited period of time usually are untrained when they II 
first begin the examining work. By the time they have develope! 
! 
a reasonable degree of proficiency, their term has expired 
and they return to their regular duties. This is a loss to 
the school system. Moreover, these temporary examiners, 
especially if they are engaged in rating candidates for pro-
motion, may have their judgments affected by the fact that 
ultimately they will return to the school or classroom. 
Finally, an examining board made up of experts engenders 
confidence among the general public and job applicants in 
the examination system. 
On the other hand, those who favor the inclusion of 
principals, department heads, and teachers as members of 
examining boards advance telling arguments. Since the prin-
cipal has worked in a supe rvisory capacity, he is familiar 
with the program and policy of the school system. The 
requirements necessary for good teacht ng are known to him. 
Teacher participation in the selective process is based 
! 
I 
l 
I 
\ 
upon sound democratic principles. The 
not only provides an opportunity for personal and professional 
growth of the individual teacher but adds to the efficiency 
of the entire system by bringing into action the various 
talents posses sed by the members of the instructional staff. 
It must be realized of course that the actual administration 
of the teacher selection program cannot be turned over to 
teachers without sacrificing important advantages resulting 
from the division of labor. Nevertheless, teachers should 
be assigned a specific part in formulating policies governing 
the selection of instructional personnel 
Examining Boards and Other School A8· ncies 
Interrelations with other school agencies.-- A study of 
the organization of examining boards must consider the inter-
relations between them and other agenc i e s wi~hin the school 
system. In a part ic ula r s chool sy stem, the functions of the 
examini ng board and such agencies as the board of education , 
personnel division, and superintendent of schools should be 
specified clearly. Each unit has its own tasks to perform but 
all should work together in harmonious cooperation to achieve 
the best possible teacher selection program. An examining boar 
must not be allowed to operate as an isolated unit. Liaison 
i 
II 
i' 
II 
•' 
must be maintained between the examining board and those re-
sponsible for the administration of the school system. 
I 
An examination of the contents of the final printed check 
lists submitted by the thirty cities with examining boards dis-
closed only one instance, namely, Somerville, where board of 11 
education members served on the examining board and thus activel 
ly participated in the selection of teachers. Such participa-
1/ 
tion merits little defense. As we have seen earlier, the 
board of education should formulate the general policy by 
means of which qualified teachers may be secured and should 
hold the superintendent of schools responsible for nomination. 
A review of the earlier preliminary check lists received 
from the thirty cities revealed the existence of fifteen 
personnel divisions or officers. In four cities (Chicago, New 
York, Newark, and Paterson), each board of examiners was inde-
pendent of the personnel division within the system. Such 
independence may be attributable to the fact that the examining 
boards in all of these cities, except Paterson, exist under the 
authority of state law. There are possibilities of friction 
under such an arrangement where some of the details involved 
in teacher selection are divided between the two groups, but 
the superintendent of schools in each city is a member of the 
board of examiners and can thus serve as a coordinating factor. 
Close working relationships prevailed between the examin-
ing boards and the personnel divisions in the remaining eleven 
Y Page ~. 
I 
I 
.! 
\I cities (Philadelphia, Albany, Hartford, Wilmington , Worcester, 
It 
II 
Jl 
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Cambridge, Camden, Des Moines, Lynn, St. Louis, and Tulsa). 
Four cities specified that the board of examiners operated as 
a separate but integral part of the personnel division; two 
cities declared that the examining and personnel functions 
were performed by identica~ personnel; and the remainder stated 
that the examining boards worked cooperatively With the per-
sonnel divisions. 
In the case of the eleven examining boards whose member-
ship consisted of persons from the administrative and teaching 
staffs without the services of full-time members and the super- \1 
intendant of schools, the chances of discord were relatively I 
slight. All members were subordinate to the superintendent who I 
in addition served as the appointive asency f~ six of the 
boards. 
Appointment to membership on the beard of examiners was 
made by the board of education in sixteen of the thirty cities, 
with fifteen of them specifying that the appointments were made 
on nomination by the superintendent of schools; in six by both 
1
1 
the board of education and superintendent of schools; in six by 
I[ the superintendent of schools without official participation by 
1 \ the board of education; and in one by the boo.rd of education and 
I; the chief examiner. One ol ty did not name the appointive agenoy.ll 
\1 Appointment by the board of education may be justified as part 
It of its legal duties, but the nominating power could be logicall~ 
1 
assigned to the superintendent because examining boards operate 11 
to aid him in the teacher selection process. =~ ~~- = -· -fL===---= 
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Authority !EE existence of examining boards.-- A variety 
of replies was re ceived in answer to the question, "Und.er what I 
\1 authority does the examining board or committee exist?" Two \ 
I' boards operated under the authority of state law and one board I 
I 
I 
under the authority of an act of Congress; two under the joint 
authority of state law and the board of education; one under 
the joint authority of municipal ordinance and the board of 
, education; twelve as the result of action by the board of educa-
1 · tion; and eleven upon the authority of the superintendent of . 
schools. One city failed to answer. Where the examining boards 
have been set up by action of the superintendent, this is done 
with the approval of the board of education. In some quarters 
the feeling prevails that in the case of an examining board 
dependent, either explicitly or implicitly, upon the board of 
education for authority, there is the ever-present possibility 
that the board of education may seek to interfere with the 
proper working of the examining board or to abolish it. To 
minimize such possibilities, a type of organization similar jl 
to that of New York City is advocated where practicable, nanely ~ 
that boards of examiners should be made statutory bodies under I 
state law and that their members should be chosen by competi-
1/ 
tive examination.- Under this plan, provision is made / 
for close and specific working relationships between the [ 
1/ Read George D. Strayer, Director, Report of a Survey of the 
Public Schools of Boston, Massachusetts. City of Boston Print-
-ing Department. Boston, 1944, p. 929-930; Report of the Board 
of Su erintendents on Surve Re ort Section II. Pro osed 1 
Legislation, School Document, No. , 19 , Boston Public School , 
City of Boston Printing Department. Boston, 1945, p. l5- 6. / 
===----= 
/. 
3l 
I~ 
II 
I 
examiners and the superintendent of schools. Relative to the .Y'I 
New York City Board of Examiners, the late Fred Telford wrote: 
I "Its creation through an act of the legislature 
gives -it a stability and a capacity for staunch inde-
pendence which might not be possible if i te~ powers, 
form of organization, and membership were subject to 
the will of the local board of education." 
On the other hand, the degree of independence that exam-
iners should possess is not clearly marked. According to 
I 2/ 
Doctor Howard H. Long:-
11That a measure of independence is necessary if 
the examiners are not to be merely a deceptive facade 
for shanty maneuverings, would probably be conceded 
by all competent persons. The examiners should be al-
lowed to establish their rules of proceduret under the 
guiding principles and rules established by law and 
by the board of education. They should pree!cribe and 
have control over and jurisdiction in all examinations. 
The examiners ought to have authority in all the pro-
fessional aspects of teacher selection. Their decisions 
are reviewable, but under no circumstance should the 
reviewing authority interfere with their purely pro-
fessional function while it is in operation. Such 
interference is comparable with jury tampering." 
Qualifications of Examiners and Assistant Examiners 
Qualifications for membership ..Q!! board of e~xaminers.­
The need for high qualifications on the part of those who are 
members of examining boards cannot be over-estimated. Much is 
1/ Fred Telford, "The Work of the Board of Exam:tners of the 
New York City Board of Education," Public Personnel Studies 
(December, 1924), Vol. II, No. 9:271. 
2/ Howard H. Long, "Some Factors Influencing Ob~jectivity in 
Teacher Selection," School and Society (March 8, 1947), Vol.65, 
No. 1680:181. 
II 
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expected from them. The following references to the New York 
City Board of Examiners illustrate the importance of the work 
of examiners. 
"In a very real sense the Board of Examiners 
stands at the portals of a great educational system 
and is obligated to let pasa •••• only those who have 
proved :themselves to be the very best of many appli-
cants. ".!1 · 
"Through its selection of all beginning teachers, 
the Board determines the fundamental quality of pub-
lic school education in our city. But it is not only 
in this capacity that the Board exercises great power. 
It has also to select candidates for almost all pro-
motions. In this sphere it exercises powerful super-
visory functions. The opportunity for promo1~ion and 
a firm belief in its fairness can be a strong stimu-
lation to improvement of teac:p.ers in servicet. Converse-
ly, lack of confidence in the examination SJstem can 
impoverish the morale of many effective teachers and 
lose to the system their devotion and the be~st of 
their ability •••• The Board of Examiners should, besides 
improving the technique of examination to aeJsure the 
best selection of candidates, make ample provision to 
gain and sustain the teacher's faith in the examination 
system. Lack of understanding, in some measure •.•• but 
principally lack of faith in teacher examinations, have 2 , inspired misguided assaults upon the principle of merit."-=' 
"The position of examiner is of the utmost 
importance in a school system. The examiner is respon-
sible for the selection of educational personnel and 
therefore, in a large measure, for the quali.ty of the 
teaching done and the mann~r3tn which the youth of the city is taught and molded. t _I 
1/Board of Education, The City of New York, Twenty-Fifth Annual 
Report of the Superintendent of Schools, 1922-1923: Report of 
the Board of Examiners, August 8, 1923, New York, p. 10. 
2/ New York Teachers Guild, For a. Better Teacher Examination 
System: The Guild Recommends. Mimeographed, New York, June, 193~ 
P• 1. 
b1 Norman J. Powell," Examining Examiners," 'Educational and 
\Pyschological Measurement (April, 1941), Vol. I, No. 2:170-171 . 
I 
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A desire to ascertain what had been published relative to 
the qualifications of examiners led to an analysis of the con-
tents of pertinent publications. A State of Massachusetts 
1/ 
announcement of an examination- for the position of senior 
civil service examiner (non-public school teaching fields) 
stressed as requirements ability and experience in test con-
struction. A similar emphasis on proficiency in the field of 
2/ 
testing was contained in an article- outlining suggested civil 
service entrance tests for the post of junior personnel examin-
er. This article, however, attached greater importance than the 
Massachusetts announcement to the need of university training, 
both undergraduate and graduate, in the fields of mental 
measurements, psychology, and statistics. The ability (1) to 
judge situations and people; (2) to get along well with people; 
and (3) to conduct an oral interview merited consideration as 
being especially valuable. References to personal qualities of 
an examiner, for example, honesty, tact, and helpfulness, were 
27 
included in two reports treating of the New York City Board 
]:/ Massachusetts Civil Service Examinations: State Service, 
Announcement of Examination, Senior Civil Service Examiner, 
Boston, May 22, 1948. 
E,/ "Tests for Junior Personnel Examiner," Public Personnel 
Studies (October, 1927), Vol. 5, No. 10:218-226. 
21 Board of Education, The City of New York, Twenty-Fifth 
Annual Report of the Superintendent of Schools, 1922-1923: 
Report of the Board of Examiners, August 8, 1923, New York, 
P• 9-11; P• 34; New York Teachers Guild, For a Better Teacher 
Examination System: The Guild Recommends. Mimeographed, New 
York, June, 1939, p. 8 and p. 10. 
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of Examiners. Descriptions of several factors influencing 1.1 
objectivity in teacher selection were found in an article 
by Doctor Howard H. Long, former Chairman of the American 
Conference of Teacher Examiners. Suggestions pertaining to the 
elimination of undesirable subjectivity were listed. A state-
2/ 
ment- about the duties and purposes of the New York City Board l 
of Examiners by Chairman Joseph K. Van Denburg embodied refer- · 
ences to such qualifications as good knowledge of the theory 
and practice of testing, friendliness in dealing with candi-
dates, and an acquaintance with testing methods in the civil 
service procedure. 
on the basis of suggestions incorporated in the preceding 
studies, the following are presented as desirable qualifica-
tions that a person should possess in order to serve success-
fully as an examining board member. He must be a person of 
unquestioned integrity. No place exists in the examining field I 
for the "politically minded." He must have had four or five I 
years of educational preparation beyond high school graduation. I 
He must possess a thorough familiarity with the work of teacher 
and supervisory officials. Such knowledge would serve as a 
1/ Howard H. Long, op. cit., p. 179-182. 
2/ Quoted in I. L.Kandel, op. cit., p. 21-25 
I 
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knowledge, primarily as the result of courses taken at educa-
tional institutions, of the principles and tecm~iques of test 
construction and of statistical analysis and interpretation of 
:test results. He should know the nature of the 13Xamination 
procedures employed in the various civil servic13 jurisdictions 
and should be sympathetic to the merit system. He must not be 
satisfied with the "status quo" in the matter of teacher exam- . 
I 
ination. He should keep abreast of new developments in the J 
testing field and in the theory and practice of education with II 
a view towards using them for the improvement of teacher selec :1 
tion methods. He must strive continually to reduce the element 
of subjectivity in the examining process by trying to achieve 
the highest possible objective standards in, for example, 
written examinations, oral interviews, and observation of 
teaching demonstrations. He must possess what Doctor Howard H. 
Long has termed "a certain fortitude born of conviction, a 
fortitude that will resist invasion of the examining process 
by s ubtle influences, from within and from without, not consis /1 ]/ 
tent with a me r it system." He must be ever conscious of the 
I 
need for devel oping in the general public, school staff, and II 
job applicants a genuine confidence in his work. No worth whil~ 
1/ Howard H. Long, op. cit., p. 180. 
II 
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il public relations approach should be overlooked. Lack of confi-
dence in the examination process is certain to result in at-
tacks upon the merit system. Such attacks oftentimes could be 
avoided if there were understanding of the detai.ls involved in 
the examination system. The examiner should be f'rien'dly, cor-
dial, tactful, and helpful as far as possible with all candi-
dates. The importance of these personal qualities on the part 
of an examiner is exemplified by the following oomment about y . 
the New York City Board of Examiners: 
"Numerous teachers have made representations 
•••• of lack of consideration in the treatment ac-
corded them by certain examiners in the course of 
examination. The Grievance Committee of thE~ Guild 
states that such reports have continuously come to 
it through its many years; and that the authenticity 
of most complaints is not to be doubted. Curt re-
sponses to questions, derogatory comments on candi-
dates' performance at examination, questions or 
remarks of a highly personal nature and altogether 
beyond the scope of the examination •••• it ls not 
difficult to understand why candidates lose confi-
dence and composure when confronted with such hazards. 
The examination situation, fraught as it il3 with 
heavy strain for the candidate, demands special tact 
and consideration on the part of examiners:, even 
under conditions which try their patience.u 
I 
II 
I 
I 
I 
A wide disparity existed between the preceding qualifica- I 
1 tiona and those specified in the check lists submitted by the 
thirty cities in response to the query, "What qualifications 
are required for appointment to the examining board or com-
mittee?" Only nine cities checked as a requirement the holding 
of a master's degree; the remaining twenty-one failed to answer 
l11 New York Teachers Guild, For a Better Teacher Examination 
System: The Guild Recommends. Mimeographed, New York, June, 
1939, P• 10. 
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Twenty-six cities made no mention of graduate courses of 
specialized nature as prerequisites; the remainder reported ' 
that graduate courses in such areas as curriculum, supervision, I, 
administration, educational psychology, teaching methods, 
personnel practices, public relations, and statistics were re-
quired. All of the thirty cities, except two, omitt~d mention 
of a specified number of years of teaching experience as a 
necessary qualification. The two exceptions were Philadelphia 
(five years) and Springfield (at least three years in the local 
schools). One city, Tulsa, stated as a qualification that five · 
years constituted the minimum number of years of administrative 
or supervisory experience; the other twenty-nine cities failed 
to comment in this regard. 
Twenty cities did not list any personal qua.li ties under 
the heading of "Qualifications.u The remaining t.en cities and 
their answers follow. 
Baltimore:- Appointment as assistant superintendent. 
Boston:- Tact, fairness, industry, sense of humor, judg-
ment, patience. 
Chicago:- Experience and training in administrative and 
personnel work. 
Des Moines:- An understanding of people, education, and 
what it takes to teach successfully. 
Hartford:- Ability to judge people. 
Kansas City:- Ability to put one at ease, utnderstanding, 
concise but tactful thoroughness. 1· 
Lowell:- Ability to prepare and grade examinations; 
ability to grade applicants in personal interview : 
St. Louis:- Pleasing personality, cooperati.ve, know needs 
of school system. 
Springfield:- They are able to judge character and to pre-
dict teaching success. They are liberal, 
non-partisan, and impartial. 
Washington, D. C.:- Honesty, good judgment, good health, 
good reputation (both personal and professional), , 
ability to get along well with others. 
I 
An analysis of the complete data submitted ·by the thirty 
-~== 
11 cities revealed little in regard to the qualifications a good 
1 examiner should posse as. The enumeration of de siJ:>able per s onal 
1 qualities was distinctly inadequate. Only orie city specifically l 
mentioned ability in test construction. Three cities referred 
to backgrounds in the fields of personnel policies and prac-
tices, psychology, and statistical methods. The majority of the 
cities did not require specific training in the area of mental 
1/ 
hygiene.- The need of some training in this field is evidenced 
in the following statement about the duties, aims and purposes 
I 
of the New York City Board of Examiners by Chairman Joseph K • . 
2/ 
Van Denburg:- "To endeavor to forecast to some t3xtent mental or 
emotional instability because of the apparent im:possi bil i ty of I 
eliminating such persons when once they are given a professiona 
license ." Seemingly, insufficient thought had been devoted to I 
the essential qualifications required for examining work by 
those responsible for their formulation. These shortcomings i 
1 may be attributed in part to the fact that in so many instances I 
1 appointments to membership on the examining board were made 
'I 1
1
, on an ex officio basis, that is, per s ons holding such posi-
1 tiona as assistant superintendents, directors, and principals 
I were called upon to serve as examiners on a part··time 
basis. The qualifications of such appointees were not neces-
, 1./ For a discussion of the role of mental hygienE~ in Education 
read C. E. A. Winslow, The School Health Program,. The Regents' 
Inquiry. McGraw-Hill Book Company, New York, 1938, Chapter III. 
\1_g/ Quoted in I. L. Kandel, op. cit., p. 22. 
sarily those of examiners. 
Various answers were given in response to the question, 
"Who fonnulates the qualifications for appointment to the ex-
amining board or committee?" Six cities stated that the task 
was performed by both the board of education and the superin-
tendent of schools; twelve by the super intendant of schools; 
one by the board of education; one (New York City) by the 
state education law; one by the superintendent and assistant 
superintendent (personnel); and one by the assistant superin-
tendent and t!irector. Eight cities failed to ane1wer. 
Part-time assistants to the board of examiners.- The ~=-~~~ ====-~=-~ -- --- -- ---
necessity for technical aid and the size of the examination 
program have caused the boards of examiners in seventeen cities 
to utilize the services of part-time assistants (exclusive of 
clerks) from outside or inside the particular public school 
system. The names of these cities are: Baltimore, Boston, Cam-
bridge, Chicago, Elizabeth, Lowell, Lynn, Newark,New York, 
Paterson, Philadelphia, Providence, St. Louis, Elomerville, 
Syracuse, Washington, D. c., and Worcester. The total number of 
assistants employed cannot be shown since about two-thirds of 
the boards did not supply the information. Those boards answer-
ing furnished the following figures as the number of assistants 
employed in an average year: Baltimore, from five to ten; 
Newark, from twelve to fifteen; Paterson, four; Philadelphia, 
from one hundred to one hundred and fifty; and Washington, D.C. 
thirty. 
4U 
I The regular or full-time Jobs of these assistants were as 
I follows: college professors from outside the local school sys-
1 tam (reported as being used in six instances); local teachers 
~ ·. 
~ I • 
college professors (reported in four instances); ass,istant 
superintendents, supervisors, directors, and principals (report 1 
ed in twelve instances); classroom teachers (reported in ten 
instances), and all from within the particular school system; 
physicians (reported in six instances); and specialists in 
trades and industries (reported in two instances). 
Of the seventeen boards, eight failed to specify what 
qualifications we r e necessary for employment as assistants. 
The remaining nine stressed that the assistants had to be ex-
perts in the areas in which they were asked to participate or 
members of the administrative or supervisory staffs in the 
particular school system. , 
Various duties in connection with the examination process 
were performed by the se assistants. Eleven references were made 
to preparing and correct·ing examination papers; eleven to con-
ducting oral interviews of candidates; nine to service as proc-
tors; seven to evaluating classroom teaching dembnstrations by 
candidates; seven to physical examination of candidates; and 
one to supervising new teachers assigned for trial periods. 
The remunerat ion given for service as an as sistant dif-
fered. Boston paid ten dollars for the preparation of a major 
examination paper and one dollar for the correction of its 
answers; five doll ars for a minor examination paper and fifty 
cent s for the corr ection of its answers · 
d. i· 
"" 
for work as a proctor. Chicago stated only that assistants' 
remuneration varied. Elizabeth recompensed ~octors at the rate 
of seven dollars and fifty cents a day • Assistants in Newark 
received three dol l ar s an hour for their work; in New York City 
from two dollars t o two dollars and fifty cents an hour; in 
Paterson six dollars an hour; and in St . Louis two dollars an 
hour . Syracuse pointed out that nominal honoraria were granted 
to assistants from outside the school system. Lynn, Philadel-
phia, and Washingt on, D. c. allowed no compensation . Six cities 
omitted mention of remuneration. Not a single city counted work 
as an assistant towards promotion Within the school system. 
This fact is espe cially surprising in the case of those cities 
offering no money compensation for the work. 
The important position held by these a s sistants in the 
t otal examination. program must not be overlooked. The following 
11 
reference to the New York City Boord of Exaniners indicate s 
the importance of assistant examiners . The New York board is 
unique of cour se but some of the comments are appll cable to 
examining boards in other cities . 
"Member s of the Boord of Examiners are chiefly 
directors or supervisors of examinations . The Board 
devises poll cies, sets standards , approves tests, 
and r enders f inal decision in cases of substantial 
doubt; and i n its numerous other fUnctions in connec-
tion with an. examination the Board may be said to 
exercise decisive control . 
1/ New York Te acbe r s Gulld~ For a Better Teacher Examination 
~ystem: The Guild Recommends . Mimeographed, New York, June, 
1939' p . 19-21 ~ 
"The Boar d member in charge of an examination 
engages in some testing, especially at interviews, 
according to practice. 
''But thEI actual testing is done · mainly by assis-
tant examiners •••• The Board must rely upon these 
assistants; and unless it has wha t it considers suf-
ficient reason to doubt the findings of its assis-
tants, it aceepts their judgments. 
"Assistant examiners, therefore, have great 
power. In thE~ ir hands very largely rests the fate of 
candidates, particu;J.arly during the early stages 
of examination. Assistant State Commissioner Ernest 
E. Cole has J:'endered_an important decision in the 
case of LawrE~nce H. Levinson, applicant for teacher's 
license in ffi~brew, to the effect that a member of 
the Board of Examiners who retains a technical expert 
to advise him in the conduct of an examination for 
a teacher'S license iS bound tO follOW the e xpert IS 
recommendation unless he can show a .-• clear reason' 
for not doing so. This ruling gives even greater 
power to asslstant examiners. 
" •••• Wh1:tt are the qualifications which, in the 
Board's opinion, constitute fitness for the assistant 
examiners'? r:r the Board (of Examiners) ms a clearly 
formulated s•~ t of high qualifications, it would create 
confidence on the part of candidates to have these 
qualification s made known. 
"The Boa rd chooses most of its assistant examiners 
from the sta:ff of the school sys tern. Assignment as 
assistant exarniner •••• is not eagerly sought after. The 
work is taxing; the remuneration, for work beyond 
hours, is smaJ.l; and the leisure time of assistants 
is heavily i :n\f'aded. Assi stante who must do examining 
beyond the t i me of their regular workday schedules~ • 
at small pay cannot be expected to be as energetic 
or as kindly disposed toward the work as the best 
results would require. 
"We (New York Teachers Guild) recommend that in 
those parts of an examination where assistant examiners 
from outside the system can do the work at least as 
well as thos1e on the staff, assistant examiners be 
chosen preferably from outside the system. The idea 
of taking examiners from outside the school system 
goes back to the founding of the Board of Examiners. 
"The rating of the 'scholarship' part of the 
written test, and the interview, including the spe-
cial oral English test, certainly need not depend 
upon examiner s in the system. A corps of trained 
readers for the written test, working under super-
vision and giving full days to the task, could 
dispatch the work in short order to everybody's 
greater satisfaction. 
"In examinations for higher licenses (assistant) 
examiners frequently have previous knowledge of many 
candidates, or acquaintanceship with them. Either of 
these constitutes a disadvantage in the personal 
tests. Impartiality is extremely difficult to attain. 
Assistant examiners from outside the system are 
therefore desirable particularly for higher license 
tests." 
Research and the Improvement of Teacher Selection Techniques 
Research activities of boards 9f examiners.- The examina- ll 
tion program prevaili~ in each of the thirty cities with j 
examining boards was composed of a number of items. As will be 
shown in later pages, under so.me programs, candidates for 
teaching positions were required to undergo written examina-
tiona, classroom tests or demonstrations of teaching ability, 
and personal interviews. Other cities omitted the written 
examinations and classroom tests but required the personal 
interviews. Where the personal interview was omitted, the 
classroom demonstration was used as a substitute. Diversities 
existed in such requirements as educational preparation and 
previous teaching experience. This lack of uniformity indi-
cated the need for caution in evaluating the various techhi-
ques employed in the teacher selection process. Obviously, 
a successful examination system must discriminate between 
I~ 
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"go.od'' teachers and "poor" teachers. The emphasis, or lack 
of emphasis, given to certain techniques by boards of examin-
ers raised questi ons such as the following. Upon what grounds 
were certain procedures adopted; others rejected? What evi-
dence exists to show that prevailing_practices have been 
effective? Have examining boards made scientific and statisti-
cal studies of their examinations for the purpose of determin-
ing the success of their teacher selection methods? Have 
studies been made of the correlation existing between the 
I results of the examinations and teaching ability? An examiner 
I 
I 
I 
I 
I 
is at a disadvantage in his examining work unless he can 
verify his results in order to determine whether those persons 
who receive high ratings on the tests given actually do good 
work when they get on the job and whether those who rated low 
2/ 
really do poor work.- Answers to questions such as the pre-
c eding involve use of research. 
A desire to ascertain the nature of the research work 
performed in connection with teacher selection by boards of 
examiners caused the inclusion in the check list of questions 
concerned with research activities. Twenty-five examining 
boards replied that they did not possess a research staff whose 1 
function was the improvement of the examination system. The 
remaining five failed to answer. Three boards cooperated with 
]:./ Harry P. Smith, "The Teacher Examination System of Syracuse, 
New York, 11 The American School Board Journal (September, 1942), 
Vol. 105, No. 3:23. 
1 
2/ Fred Telford, op. cit • , p. 27 0. 
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Jl the regular research division of the school systems. The 
I cooperation in these instances may be attributed to the fact 
that directors of research served as members of the examining 
I 
I 
I I 
boards. Relative to the cooperation between the two agencies 
1/ 
in New York City, Professor I. L. Kandel wrote: 
" •••• Nor would the cooperation of other 
research divisions of the school system be a 
satisfactory solution since they too can hardly 
keep up with the volume of work in their particu-
lar areas and since research into the special prob-
lems arising out of the Board's examinations would 
probably require specialized preparation as well 
as specialized information •••• In this field (research 
for improvement of teacher examinations) there is 
ample scope for special research under the Board of 
Examiners and general research conducted by the exist-
ing Bureau of Reference, Research and Statistics; 
even though the field were divided, at some stages 
and on some problems cooperation between the two 
bodies would be essential. The important point is 
to avoid any isolation of problems of teacher exam-
inations from the issues of daily classroom practice." 
An analysis of the replies received from the various 
boards of examiners revealed that they had done relatively 
little in evaluating their examination procedures. One board 
member asserted, "We have long felt the need for thorough 
I research on the validity of our tests but have not been able 
I 
I 
I 
I! 
I 
I 
I 
\\ 
to get the cooperation of others involved or control the 
situation well enough to undertake such studies." Sixteen 
boards did not mention the undertaking of any evaluation 
study. In five instances, tests of validity were made; and 
tests of reliability were conducted in four cases. The opinion 
1/ I. L. Kandel, op. cit., p. 53 and 58. 
ll 
J; 
and attitude of teachers within the local school system to-
1/ 
wards the examinations were obtained in five instances. One 
board stated that it had prepared a list of the most common 
mistakes of candidates in written and oral English and subject 
matter. Another board related that it had determined which 
~ovides a better measure of ability; _a new-type short answer 
test or an old-type essay test. Flve other boards, making use 
of the National Teacher Examinations, indicated a willingness 
to accept the validity and reliability studies of the organiza-
that it had used written examinations in place of interviews 
and had found that the interviews were more reliable. Another 
board reported the completion of a study comparing "success 
2/ 
in teaching With the results of examinations.,,- A similar 
study was announced as being in process by one board. Still 
another board explained that it was engaged in ·the study of 
personality tests. 
The relatively small output of research work by the exam-
1/ The use of teachers' opinions is discussed in National Edu-
cation Association, Research Division, The Teacher Looks at I 
Personnel Administration. Research Bulletin, Vol. XXIII, No. 4, 
December, 1945, Washington, D. c., P• 53. 
El Marguerite Tully, An Educational Experiment to Discover the I 
Extent to Which the Results of Teacher Examinations Are Indices l 
' of Teaching Efficiency in Grades Four to Six, the Criterion of \ 
Successful Teaching Being the Growth of Pupils in Reading and 
Arithmetic as Determined by Standardized Testa. Unpublished 
Doctor of Education Dissertation, School of Education, Boston 
University. Boston, 1945, P• 180. 
'I 
I 
I 
,, 
II 
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=--===-- -=-=- 'l====== 
i ining boards is not conducive to the development of effecti:==( 
means for evaluating the abilities of teachers. Examiners are I 
in an especially strategic position to undertake such work. 
They are actually engaged in teacher selection activities, 
thus gaining practical experience which may be more useful 
1/ 
than purely technical methods of research.- Several reasons 
may be cited to explain this paucity of research studies. 
Many examining board members, for example, superintendents and 
assistant superintendents, are preoccupied with non-examining 
duties. Full-time board members are oftentimes so heavily 
burdened with examination details that time is unavailable for 
2/ 
research.- Finally, funds are lacking for the employment of 
research assistants. Concerning this, Doctor Joseph K. Van 
Denburg of the New York City Board of Examiners is given as 
the source for having pointed out that "lack of funds for re-
search 'to test the validity and reliability of ita examina-
tions' constitutes one of the major shortcomings of the Board's J 
21 
work. 11 
Suggested research problems for boards of examiners.--
There is no dearth of research problems. Suggestions may 
1/ I. L. Kandel, op. cit., P• 58. 
g/ Board of Education, The City of New York. Thirty-Second 
>~ Annual Report of the Superintendent of Schools for the Year 
1\ Ending July 31, 1930, May 1, 1931, New York, p. 419. 
I, j/ New York Teachers Guild, For a Better Teacher Examination 
1
.
1 
System: The Guild Recommends. Mimeographed, New York, June, 
1939, P• 8. 
II 
li 
I 
II 
\I 
I 
\j 
I 
be found in the June, 1949 issue of the Review of Educational 
Research and in the board of examiners section of various an-
nual reports of the New York City superintendent of schools. 
A few selected problems are quoted below. 
"What is the relation between amount of education 
and teaching success? 
·P:what is the nature of the relationship between 
length and kinds of experience and teaching effec-
tiveness'? 
"How does the teaching effectiveness of married 
and unmarried women teachers compare? 
"How reliable and how valid are the various pro-
cedures employed in rating teachers? 
"What are the most reliable and most valid pro-
cedures for conducting interviews? 
"What weights should be assigned various factors 
in selecting teachers for different types of school 
systems and different school situations'? 
"To what extent are professional education courses 
effective in contributing to teaching success'? 
"What are the criteria of good teaching'? 
"What is the relatio~~}tiP of subject matter mas-
tery to teaching sue cess?:. ,.I. 
. 
"What relation exists between general intelligence, 
success in examinations, and ability displayed in 
teaching and supervisory positions? 
"What can be done in the way of standardizati-on 
in the oral te st s, class teaching te at s, the ra t~ng 
of written examinations, practical tests, etc.?"-' 
"Do examinations for teachers really measure 
teaching ability as demonstrated in the quality of 
service subsequent to appointment'? 
"To what extent does general intelliEJ9nce make 
for teaching success? (The same for other factors, 
as experience, age, education, post-graduate work, 
social intelligence, command of language, etc.) 
"What improved tests for the measurement of 
personality may be devised? 
1/ David G. Ryans, "Local Selection, Placement, and Adminis- ) 
trative Relations." Review of Educational Research (June,l949), 
Vol. XIX, No. 3:215. 
gj Board of Education·, The City of New York, Twenty-Seventh 
Annual Report of the Superintendent of Schools for the Year 
Ending JuLy; ;?:L~, llii:r.! <+h;::§4}------=b§,~NaW=-Yo-!!k, IR=~2-9°-.oe====~=====l 
"What are the unit costs for the various 
elements of our examinatlJn system'? How may 
these costs be reduced?"-
1 1/ Board of Education, The City of New York. Twenty-Eighth 
1 Annual Report of the Superintendent of Schools for the Year 
1/ Ending July 31, 192~, March 26, 1927, New York, P• 474. 
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CHAPTER III 
ELIGIBILITY REQUIREMENTS FOR CANDIDATES FOR TEACHING 
Standards for Eligibility 
Formulation of eligibility requirements.-- The first 
step in the teacher selection process is the formulation of 
the qualifications that shall determine the eligibility of 
candidates. Such determination of the quality of teachers to 
' be employed is chiefly the responsibill ty of the board of 
1/ 
education.- Both the board and the superintendent of schools 
should cooperate to formulate the highest possible standards. 
The importance of this task is so great that much time and 
effort should be devoted to it. The recommendation has been 
made that the formulation of eligibility requirements should 
be made at a time when the problem of selecting teachers is 
2/ 
not immediately urgent.- This generally allows more careful 
consideration of the entire problem. Every effort . should be 
made to have the qualifications based on a· job analysis 
1/ National Education Association, Research Division, Teacher 
Personnel Procedures: Selection and Appointment . Research 
Bulletin, Vol. :xx, No. 2, March , 1942, Washington, D. c., p.55. 
E,/ W. S. Deffenbaugh and William H. Zeigel, Jr., Selection 
and Appointment of Teachers. Bulletin, 1932 , No . 17, Monograph 
No. 12, National Survey of Secondary Education. u. s. Govern-
ment Printing Office, Washington, D. c., 1933, p. 30. 
Boston n "versit~ 
S ch~ o l f [d ue t~OD 
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~"'~-resulting in a complete statement of the duties and respon- 11 
1 sibilities of a specific teaching position. When possible, said 
11 
I 
!I 
II 
I 
II 
II 
I 
I 
I 
1/ li Professor Ward G. Reeder,- "a teacher should be employed who 
will fit the position rather than to attempt to make the posi-
tion fit the teacher." According to former Commissioner 
2/ 
Frank P. Graves:- ''Pains should be taken to select teachers 
with reference to the particular position. Their qualifica-
tions should be carefully considered in the light of the type 
of pupil to be taught and the character of the neighborhood 
to be served. Such a procedure materially aids in reducing 
misfits to a minimum. 11 There should be no violation of the 
merit principle which should govern employment in public ser-
vice. Candidates should be accepted or rejected on the basis 
of professional qualifications and not on such irrelevant 
\1 factors as sex, marital status, and residence. The selection of1/ 
II 
:I 
teachers on a non-professional basis limits the quality of 
21 
service that a school system can offer. _ The existence of 
carefully prescribed qualifications supplies a specific basis 
of action for the board of education and the superintendent, 
and thus makes the task of eliminating unqualified candidates 
1/ .Ward G. Reeder, The Fundamentals of Public School Adminis-
t ·ation. The Macmillan Company. New York, Revised Edition, 
1941, P• 137. 
2.1 Frank P. Graves, T1!_~_ Administration of American Education. 
The Macmillan Company9• New York, 1932, P• 202. \1 
2/ National Education Association, Research Division, Teacher I/ 
Personnel Procedures: Selection and Appointment. Research 
1 
Bulletin, Vol. XX, No. 2, March, 1942, Washington, D. c., p.56~ 
I 
1\ 
II 
1! relatively easy. Among the i terns generally considered in the 
formula.tion of eligibility requirements are educational 
1 
preparation, teaching experience, age, marria~, local resi-
~1 dence, and health. 
I 
II When local boards of education prescribe their own 
I standards of eligibility for appointment, they must act within 
'I 
:I 
!I 
li 
the framework of state law. The local board may not appoint a 
teacher who lacks the minimum requirements set forth by state 
authority, but the board may set standards above the level 
required by the state. 
Analysis of the replies from the thirty cities with exam-
ining boards showed Wide variations in the type i of agency 
determining the eligibility requirements to be met by candi-
agencie.s concerned with this task are summarized in Table 7. 
Table 7. Types of Agencies Determining the Eligibility 
Requirements for Candidates for Teaching Positions 
in Thirty Cities With Examining Boards. 
T 
Board of Education 
Board of Education and Superintendent of Schools 
Personnel Division 
Superintendent of Schools 
Superintendent, Personnel Division, Examining Board 
Examining Board 
Board of Superintendents and Examining Board 
Board of Education, Board of Superintendents, 
Examining Board 
Deputy Superintendent of Schools 
Board of Education and Personnel Division 
Board of Education, Superintendent, Examining Board 
i Board of Education, Personnel Division, 
1 Examining Board 
· Not Specified 
Number 
of Cities 
7 
7 
3 
2 
2 
1 
1 
1 ' 
1 
1 
1 
1 
2 
I . 
It 
------------------------------------L-------- 1 
I; Submission _Q! eligibility evidence--- All of the thirty 
I 
cities were asked if candida.tes md to submit evidence of their 
I I' 
11 eligibility by a certain date. The submission of such evidence 
!I before the examination date permits the exanining authorities 
:I 
to review credentials, determine eligibility, and notify those 
admitted to competition. This procedure also makes possible 
I' 
,, 
j better planning of the examination in terms of materials to be ~ 
I 
prepared, accommodations to be secured, and other arrangements•\! 
The conduct of a teacher examination program is not an easy 
J\ task, especially in the larger cities. The following statement II 
2/ 
by the Philadelphia Division of Examinations is illustrative. 
1\ 
ll 
II 
"During that period (between July, 1940 and 
Jnne, 1944) approximately 10,000 per'sons were ad-
mitted to examinations. For this number of persons, 
credentials were evaluated and a.pproved, while for 
many hundreds more, probably thousands more, cre-
dentials were also evaluated and found unsatisfactary 
for one or more reasons. The actual number of persons 
admitted to examination is much less than the num-
ber who make initial application •••• over 2,000 persons 
failed to appear for exarninations •••• The high per-
centage of absence •••• entails considerable cost in 
services and materials from which the school d1 strict 
secures no return." 
Thirteen of the thirty cities required candidates for 
. . -
:1 teaching positions to file evidence of their eligibility prior 
to the examination date. No uniform time period prevailed. The 
range varied from fifteen days in advance in one city to thirty\\ 
~/William E. Mosher, and J. Donald Kingsley, Public Personnel I 
Administration. Harper and Brothers. New York. Revised Edition, 
1941, P• 152. 
2/ Typewritten Report, Board of Education, Philadelphia, Report ll 
of Division of Examinations, July, 1939-June, 1944, P• 5. 
days in anotber. Several cities merely stated that the evidence I 
had to be submitted prior to admission to the written examina-
tions. Two cities asserted that eligibility evidence did not 
have to be turned in until after the examinations (sixty days 
following the tests in one city; and by the close of the school
1
,, 
year in which test was given in the second city). The submis-
1 sion of evidence by any specified date was not required in 
eight cities. Candidates in three other cities had to have the II 
necessary evidence filed before beginning teaching wcrk. Four 
II 
cities supplied no answers relative to their practice. 
The review of the evidence to determine whether an appli-
lJ 
1
1 cant met the specified eligibility requirements was mniled by 
i,'j' I 
II I 
diffe rent agencies within the school systems. The various agen- 1 
if 
il 
11 
cies performing this duty are listed in Table 8. The contents 
Table 8. Types of Agencies Determining Whether Applicants for 
Teaching Positions Meet the Eligibility Requirements 
Prescribed by Thirty Cities with Examining Boards. 
Type of Agency Number of 
I 
il 
I _E_x_a_m_i_n_i_n_g __ B_o_a_r_d----------------------------------4---~~~~---
11 Personnel Division 
Citie 
8 
Superintendent of Schools 
Il
l Superintendent, Assistant Superintendent, 
Examining Board 
' Personnel Division and Examining Board I Superintendent and Examining Board 
I Superintendent, Personnel Division, Examining I' Board 
!( 
\ 
Assistant Superintendent 
Deputy Superintendent of 
County Superintendent of 
Not Specified 
of Schools 
Schools 
Schools 
7 
5 
2 
2 
1 
1 
1 
1 
1 
1 
I 
II 
II 
II 
II 
~ 
\\ 
I 
indicate that the examining board occupied an important posi-
tion in the performance of this function, serving exclusively 
in eight cities and jointly in six cities. The role of the su-
perintendent also ranked high in this area. Since the work is 
of a time-consuming nature, consideration may well be given to 
the possibility of the superintendent relieving himself of the 
task and assigning it to another school agency, for example, y 
the examining board. The Newark School Survey Staff recommende 
that the superintendent of schools be relieved of all examining 
responsibilities upon the appointment of a new assistant super-
intendent in charge of personnel. 
Auditing g! credentials.-- The auditing of a candidate's 
credentials is not always free of problems. As an aid to the 
auditor or reviewer, the particular school system should requir 
the evidence to be submitted on a form or application carefully 
designed . for this purpose and supplied by the system. Twenty 
school systems required that a candidate's application be accom 
panied by a certified ' statement or transcript of courses and 
degrees or a state certificate. The determination of a candi-
date's legal eligibility is usually an easy task. The difficul-
ties generally present themselves in the evaluation of the 
minimum training and experience qualifications. In this regard 
17 George D. Strayer, Director, The Report of a Survey of the 
Public Schools of Newark, New Jersey. Bureau of Publications 
Teachers College, Columbia University. New York, 1942, p. 174. 
I 
II 
II 
' 
II 
J 
the following statement by Professors William E. Mosher and 
1/ 
J. Donald Kingsley is illuminating.-
11This is due to the difficulty of objectively 
defining the factors involved and to the many pos-
sible combinations of 'equivalent' training and ex-
perience •••• It is by no means simple. Even when the 
fields of acceptable education and experience have 
been defined in specific terms, unforeseen combina-
tions will emerge. Decisions must be made as to the 
circumstances under which the applicant's education 
will affect the acceptability of certain experience, 
and vice versa. Types of experience unfamiliar to 
the reviewer may emerge and require a careful study 
of their relevance to the position applied for. Only 
well-trained examiners are competent to perform this 
phase of the review, but they may be assisted by cer-
tain devices or procedures. 
"It is helpfulj in the first place, to prepare 
for the use of the reviewers a table showing educa-
tion and experience levels as defined in the examina-
tion announcement, together with illustrations of as 
many types of equivalent experience or training as can 
be foreseen. This is particularly important in the 
larger jurisdictions, where several reviewers are to 
work concurrently. In such cases, too, the reviewers 
should confer before the commencement of the audit in 
the interest of securing greater uniformity of 
decision •••• 
"Where more than one reviewer is working, unu-
sual or borderline cases should be discussed by the 
whole group. One of the major problems in large 
jurisdictions is to maintain uniformity of decision 
throughout the whole review and this is one device 
by which such uniformity · can be secured. 
"Of course, applications may be rejected not 
only because an individual proves ineligible in terms 
of either legal or qualification requirements, but 
also for fraud or misrepresentation.u 
The evaluation of a candidate's teaching experience 
and recommendations was made by various agencies Within the 
school system. The names of these agencies are contained in 
I 
I 1./ William E. l<1osher, and J. Donald Kingsley, op. cit., P• 157.
1
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=-l=- ~-Table 9. The major part of the work was performed by the exam-
ining board, serving exclusively in eleven cities and jointly 
in seven cities. 
Table 9. Types of Agencies in the Thirty Cities with Examining 
Boards Assigned to Evaluate the Candidate's Teaching 
Experience and Recommendations. 
Examining Board 
Personnel Division 
Type of Agency 
Superintendent of Schools and Examining Board 
Examining Board and Personnel Division 
Superintendent of Schools 
Superintendent and Assistant Superintendent 
Superintendent and Division Head 
Deputy Superintendent of Schools 
Not Specified 
Nature of Eligibility Requirements 
Number of 
Cities 
11 
6 
4 
3 
2 
1 
1 
1 
1 
Educational preparation.-- The significance of the teach-
er's function in our _1\merican society cannot be overemphasized. I 
So far as numbers are concerned, the teachers represent a lead-
1/ 
ing professional group.- The quality of this group should be 
of primary concern to society. 
"The reasoning, 11 :1.n the words of the Commission 
on Tea cher Education, g; "that leads to this conclusion 
is clear. The quality of a nation depends upon the 
quality of its citizens. The quality of its citizens 
depends--not exclusively, but in critical measure--
upon the quality of their education. The quality of 
their education depends more than upon any other 
single factor, upon the quality of their teachers. 
17 Commission on Teacher Education, Teachers for Our Times. 
American Council on Education. Washington , D. c., 1944, p. 3. 
II 
I' E,/ Ibid.' P• 2; P• 23. J 
II 
I 
I 
"But there is a further step to the argument; 
the quality of the teachers depends largely upon 
/I 
II 
the quality of their own education, both that por-
tion which precedes ahd that which comes after their 
entrance into the profession. It follows that the 
purposes and effectiveness of teacher education muat 
be matters of profound social concern •••• rf the edu-
cation of teachers is poorly accomplished, then the 
teachers, on the average, will do an inferior job. 
If the teachers do poorly the children must suffer. 
And society, for its own sake, dare not permit this. 
Teacher education makes a difference. And it makes 
I 
I 
a. difference What teacher education i B •" 
A recognition of these facta has led various states to set \1 
I ~~ up minimum training requirements or educational qualifications 
!for teachers. Such standards relative to length of preparation 
have been stiffened noticeably during the past twenty-five 
11 years. Many localities w1 thin a particular state require 
I !! candidates to meet standards in excess of the minima prescribed 
by state law. 
II 
I! 
Relatively high standards of educational preparation for 
\initial tea cher appointment in academic fields prevailed in the 1 
!thirty cities with examining boards. Details about required 
i educational qualifications are given in Table 10. The years of 
1
1 
educational preparation set for initial teacher appointment in 
II the so-called non-academic fields, for example, indUstrial arts, 
!: differed widely. More than half of the cities reporting indi-
i cated that in certain of these areas four or five years of 
]preparation were required, but the exceptions noted for shop or 
li trade subjects prevent the giving of a clear and concise summary ~ 
·I 
\iJ) Ibid., P• 11. 
II 
I 
I 
II 
- ) 
i 
Table 10. Educational Qualifications Required for Initial r--
Teacher Appointment in Thirty Cities with 
Examining Boards. 
Number of Years of Educational Preparation Required 
Beyond High School Graduation, by School Division 
Teachers for Elementary Schools: 
Three Years 
Four Years 
Four and one-Half Years 
Not Specified 
Teachers for Junior High Schools : 
Four Years 
Five Years 
Not Specified 
Teachers for Senior High Schools: 
Four Years 
Five Years 
Not Specified 
Number of I 
Cities I 
1 
27 
1 
1 
21 
5 
4 
16 
13 
1 
Higher qualifications in the academic fields were pre-
scribed for senior high school teachers than for junior high 
school teachers, and higher qualifications were required for 
junior high school teachers than for elementary school teach-
era. The weight of authoritative opinion is opposed to such 
differences. The Newark School Survey Staff asserted that there 
is no good reason why the school system should require lower I 
qualifications for elementary school candidates than for high 
1/ 
school candidates.- The following comment was made by the 
1/George D. Strayer, Director, The Report of a Survey of the 
lUblic Schools of Newark , New Jersey. Bureau of Publications , I 
11 · Teachers College, Columbia University. New York, 1942, p. 175. 1 
I 
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Commis sion on Te a cher Education- relative to the establishment 
of five-year programs of te a cher preparation. 
"The Commission •••• considers them to be as justi-
fiable in the case of elementary as of high school 
teachers. It cannot believe that the teaching of little 
children is any less socially important or that it calls 
for any less professional skl ll than the teaching of 
adolescents •••• The case for a five-year program of 
teacher preparation is as strong for any one of these 
categories as it is for any other. 
"That case rests, in each instance, on a proper 
recognition of the social significance of the teacher's 
function and of the range and complexity of understand-
ing and skill required for the adequate exercise of that 
function. Five years of collegiate and univer sity e x-
perience is certainly not too much if a te acher's gen-
eral education is to be adequately advanced, if a suf-
ficient grounding in particular subjects is to be 
attained, if the necessary understanding of child gr~vth 
and development and of society and the community are to 
be achieved, and if a suitable amount of direct exper-
ience in conjunction with classroom study is to be had. 
This is all the more true in a world of rapidly advanc-
ing knowledge and one marked by changes and complexities 
that make sound teaching a matter requiring increased 
understanding and skill." 
The importance of quanti ta,ti ve requirements for teacher 
?.J 
preparation is succinctly expressed in the following auotation.l 
"Quantity of training in terms of time spen~ in li 
school is not the same as quality of training or 
appropriateness or effectiveness of training. With the 
assurance, however, that amount of schooling does re-
present an exposure to additional information and points 
of view, that it also provides greater opportunity to 
read systematically, and that a longer period of train-
ing results in greater maturity in new teachers, it is 
reasonable to suppose that the new teacher education 
.requirements led to improved teaching." 
II XI Commission on Teacher Education, The Improvement of Teacher 
'' Education. American Council on Education. Washington, D. c., 
II 1946, p. 104-105. 
I
E,/ National Education Association, Research Division, Why 11 
Schools Cost More. Research Bulletin, Vol. XVI, No. 3, May,l938 ,' 
Washington, D. c., p. 161. 
, , 
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The relatively high quantitative levels achieved have not 
caused the need for qualitative improvements in teacher prepar-
II 
1/ I 
\; a.tion to be overlooked. Various studies- of recent years have 
pointed out the necessity for the improvement of te a cher quali-
fications. The contents of these studies are serving as the 
groundwork for improving the preparation of te a chers. 
Experience requirements.-- No uniformity existed among the 
thirty cities with examining boards relative to requiring can- II 
II 
didates in academic fields to have had previous teaching exper-
1
1 ience. Table 11 shows the extent to which previous teaching 
II 
I; 
'I I, 
II 
II 
II 
i\ 
jl 
!I 
II 
I 
experience was required for initial appointment in these cities. 
II 
high Experience requirements were more prevalent in regard to 
school tea chers than in the case of elementary teachers. 
I 
Large- I 
ly because of Worl d War II conditions, there has been a decline 
in the number of cities requiring experience. Four cities spe-
cifically reported that t hey had dropped the experience re-
quirement. A recent study declared that the longer period of 
professional preparation now demanded of teachers seemingly 
lessens the necessity for previous teaching experience as a 
2/ 
prerequisite for appointment.-
I 
The chief argument advanced in favor of requiring previous 
11 
teaching experience is that school systems which pay higher 
II 
1./ Recent representative studies of teacher education are sum- :, 
marized briefly in National Education Association, Research Di-
vision, City Teachers: Their Preparation, Salaries, and Exper-
ience. Research Bulletin, Vol. XVIII, No. 1, January, 1940, 
Wa shington, D. C., p. 38-39· 
~/ National Education Association, Research Division, Teacher 
!; Personnel Procedur es: Selection and Appointment. Research Bul-
letin, Vol. XX, No. 2, March, 1942, Washington D. c. ~ 58. 
I 
I 
J, 
II 
II 
I 
Table 11. Teaching Experience Requirements for Initial -Teacherl~ 
Appointment in Thirty Cities with Examining Boards. 
Number of Years of Experience Required, 
by School Division 
Teachers for Elementary Schools: 
No Experience 
One Year 
Two Years 
More than Two Years 
Not Specified 
Teachers for Junior High Schools: 
No Experience 
One Year 
Two Years 
Mor.e than Two Years 
Not Specified 
Teachers for Senior High Schools: 
)Jo Experience 
a 
One Year 
Two Years 
More than Two Years 
Not Specified 
Number of 
Cities 
"No experience rule 11 applies only in one city where candidate 
has graduated from local teachers college; and in two cities 
where candidate has completed prescribed minimum requirement 
in practice teaching and observation~ Candidates who are not 
so classified must have two years of teaching experience. 
b 
"Two ye a rs of experience rule 11 may be waived in one city in 
case of exceptional candidate without previous teaching 
experience. 
c 
II 
II II 
"No experience rule" is applicable only in two cities where 
candidate has met specified requirement in practice teaching II 
and observation. A candidate who fails to meet this specifica- i 
tion must possess two years of teaching experience. 
d 
"one year of experience rule" is applicable in one city where 11 
candidate holds a master's degree. A candidate w1 th only a 1 
bachelor's degree is required to present two years of teach-
ing experience. 
~~~==============================~-~-==~======~==9=======1 
\\ salaries deserve the superiority in teaching service which is 
II 1/ 
I 
,I 
\\ to be expected from experienced teachers. 
\1 Two major objections are raised by those who ow ose such 
I 
I 
I 
\I requirements for 
I 
and less wealthy 
initial employment~ They feel that the smaller 1\ 
communities should not be drained of their best1: 
teachers because of the higher salaries paid by larger and 
wealthier systems. The resultant concentration of experienced 
teachers in a relatively few areas conflicts with the theory 
that education is a function of the state, to be carried on for 
· the greatest good of all the people. The second objection to the 
experience requirement involves a questioning of the benefits 
derived by a school system that employs teachers on that basis. 
Oftentimes the achievement of the previous experience is gained 
under such poor school conditions that a teacher's skill is not 
II 
li 
necessarily increased. "Practice does not make perfect unless it l\ 
I 2/ jis the right kind of practice.n-
"The sol uti on of this problem," wrote the 3/ National Education Association, Research Division,-
''doubtless lies partly in giving prospective teachers 
1/ Much of the material contained in this section is derived 
from National Education Association, Research Division, Admin-
istrative Practices Affecting Classroom Teacmra, Part I: The 
Selection and Appointment of Teachers. Research Bulletin, Vol. 
X, No. 1, January, 1932, Washington, D. c., P• 12. Additional 
arguments for and against experience requirements are included · 
in John Coulbourn, op. cit., P• 124-125 ~~ 
1 
~ :::::na1 Education Association, ibid., P• 12. IJ 
II 1 
\i 1\ 
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:\ I 
\I 
!I 
I 
I' 
a type of training which includes an adequate 
amount of observation and practice teaching under 
careful guidance. When suCh work is required of 
all students in institutions for the preparation 
of teachers, there will be less need for exper-
ience requirements even in school districts which 
try to maintain unusually high standards. Compe-
tent administration and supervision in the school 
system itself are, of course, vital factors in 
making ex:perience requirements unnecessary." 
A variety of answers was submitted by the thirty cities 
in response to the request to specify the number of years of 
previous teaching experience required for the initial appoint-
ment of teachers in the so-called non-academic fields, for 
example, industrial arts. Seven cities reported that from two 
to four years of teaching experience were demanded; ten cities 
answered 11 None;" several specified tba t for shop teachers 
varying years of trade experience were required; and three 
failed to answer. The inadequacy and lack of clarity in the 
total response preclude a summary presentation. 
Age limits.-- Twenty-two of the thirty cities With examin- 1 
ing boards reported that they bad established age limits for 
initial teacher appointment. Seven cities had no age restric-
tiona; one city failed to answer. Two of these seven cities 
specifically stated that they had abrogated minimum and maxi-
mum age requirements because of the recent teacher shortage. 
Table 12 presents data concerning age limits effective in the 
various school divisions. 
Table 12. Age Limits for Appointment of New Teachers 
Thirty Cities with Examining Boards. 
in 
;I 
=--l 
I 
II 
Number of AF4.9 in Years 
School Division Cities 
Reporting !Lowest Median Highe 
Teachers for Elementary Schools: 
Lower Age Limit 8 18 20 21 
Upper Age Limit 18 35 45 55 
Teachers for Junior Figh Schools: 
Lower Age Limit 7 18 19 21 
Upper Age Limit 15 40 45 55 
Teachers for Senior High Schools: 
Lower Age Limit 8 18 20 21 
Upper Age Limit 18 35 45 55 li 
I 
Minimum age limits are set in order to prevent the employ- II 
!1 ment of persons who are considered to lack the maturity thought 11 
I necessary to perform the required duties adequately. The prob-
1 
\ lem of the minimum age for teacher employment is not as pressing, 
as it once was because of the current requirements of college 
graduation and several years of previous teaching experience 
I as prerequisites for appointment. These requirements in them-
1 selves serve to set minimum age limits. 
I On the other hand, the establishment of maximum age limits 1 
I is based on the beliefs (1) that older persons lack the neces-
1 sary vitality, energy, adaptability, and possibility for future 
I professional growth and (2) that the joint-contributory retire-
lj ment plans prevailing in many systems necessitate such a 
· policy. 
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!I Age 
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must be considered in the selection process 
II 
I' school system should possess a teaching staff representing a 
I desirable spread in terms of age. Administrators responsible 
for teacher selection should not be limited in their work by 
1 
inflexible age limits. Such limitations may prevent the employ-
! ment of relatively young teachers or may further applications 
iJ from those who have only a comparatively few years of service 
I 
1 to offer or who have failed in other lines of work and w1 sh to 
take up teaching. The importance of a suitable age range is 
1
1 
shown in the following comments about the school systems of 
I Chicago and St. Louis. Said the Chicago School Survey Staff 
1/ 
11 about the teaching personnel in that city: 
I 
I 
"Table 45 indicates that approximately one-
fourth of the teachers are under thirty, about 
one-half of them would fall in the next eighteen 
years, and only about one-fourth are older than 
forty-eight. Only 592, or 4.5 per cent of the en-
tire group, have passed their sixtieth year. 
"A considerable majority of the whole group 
may be said to be within an ideal range of age. 
They ba ve had substantial experience and are in 
the best years of their physical and mental vigor. 
There is enough maturity to leaven the group and 
to help the younger teachers in forming their pro-
fessional standards. At the same time, the dis-
tribution is weighted heavily in favor of youth .• '' 
Contrast the Chicago situation with that reported by the 
17 George D. Strayer, Director, Report of the Survey of the 
Schools of Chicago, Illinois. Bureau of Publications, Teachers 
to!lege, Columbia University, New York, 1932, Vol. I, 
1 p. 250-251. 
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"The age of the typical teacher is a further 
indication that the instructional personnel in St. 
Louis is rather mature. The median age of white 
elementary teachers is 45 years; that of white high 
school teachers 48 years; that of negro elementary 
teachers 35 years; and that of negro high school 
teachers 40 years. The relatively mature staff in-
dicated by these figures is partly attributable to 
the fact that st. Louis has no retirement system 
and no uniform policy for terminating the services 
of teachers. They stay on indefinitely and are 
apparently protected in their positions by tenure 
until complete disability or death forces their 
separation from the classroom •••• 
"one out of every nine teachers in st. Louis 
is 65 years of age or over. Though there are numer-
ous exceptions, persons at this age have generally 
passed their peak of physical and mental efficiency. 
It is unfair to the public which supports the schools 
and to children to keep teachers on the job long 
after they are able to do their best work. To do so 
when there is a supply of young and capable teachers 
available is certainly inefficient and indefensible. 
Such a policy also affects the morale of the entire 
system. Because many of the higher positions are 
held by older people, t.he avenues of advancement are 
clogged and the younger teachers become discouraged 
about improving themselves professionally. Moreover, 
a profession in which such condi tiona exist cannot 
hope to attract tbe energetic and capable young 
people that it needs." 
I' Marriage ~ l!!l eligibility factor.- All of the thirty 
II cities with examining boards were asked if married women were 
II appointed as new teachers in the school system. Sixteen cities 
il answered "Yes;" eleven cities answered 11 No; 11 and two cities 
II 
11 
II 
I 
I 
I! stated "Only in special circumstances." One city did not reply. 11 
lj ]/ George D. Strayer, Director, A Report of a Survey of the 
Public Schools of St • Louis, Missouri. Bureau of Publica ti ons, 
11 Teachers College, Columbia University. New York, 1939, p. 342; 
P• 346-347. 
i\ 
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li 
li 
I 
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One negative response was qualified in the following words: 
"Except when wholly dependent on own resources. 11 Of the eleven 
cities that would not appoint married women, seven were located 
in Massachusetts. 
II 
Many arguments are given for and 
1
igainst the employment of 1·, 
married women as teachers. One author- has summarized thirty-
' 
one arguments for and thirty-one arguments against such employ- J 
ment. Some of these are inconsequential and not pertinent. I 
A major argument advanced against the appointment of mar- j 
ried women as teachers is based on the so-called "public bounty•r
1 
idea. Jobs in public employment, in the opinion of many laymen, I 
are considered to belong to the needy citizens. Each community · 
is obliged to ''take careu of its own. The jobs should be given 
to the single women who need the money whereas the married 
women could stay home and be supported by their husbands. The 
feeling persists that married women oftentimes do not need 
money except for luxuries, and that by working, they are taking 
jobs from more needy persons. This argument made great headway 
during the unemployment of the depression years of the 1930's, 
with the result that many school systems refrained from employ-
Y ing married women. The teacher shortage within recent years 
1/ Ervin E. Lewis, Personnel Problems of the Teaching Staff. 
The Century Company. New York, 1926, p. 185-188. 
El National Education Association, Research Division, Teacher 
Personnel Procedures: Selection and Appointment. Research Bul-
letin, Vol. XX, No. 2, March, 1942, Washington, D. c., P• 60~ 
~ lq 
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has caused various systems to revise this policy. Two of the 
cities in this study specifically reported that they had recent~ 
ly changed from a non-employment policy to one of appointing 
1 married women. 
Opponents of the policy of ban' ing married women from 
teaching justify their position on the following grounds. The 
policy "represents a discrimination that m s lost any sanction 
in other feminine occupations •••• and excludes from the schools 
women with a type of experience that is likely to enhance their ,
1 competence.'~ School boards should continually try to recruit 
and retain able teachers, and to exclude the inefficient ones, 
and should apply this principle to all teachers, irrespective 
of marital status. Discrimination on the basis of marriage 
violates the basic tenet of selection according to merit, name-
ly, that the best qualified candidate should be employed. 
2/ 
The following statement- by Superintendent Edwin c. Broomil 
is pertinent: 
"An argument greatly stressed just now •••• is 
that married women teachers hold positions that 
single women teachers should have. Of course it 
is as true, logically, that single men hold posi-
tions that married men should have. It is also 
true that there are many men and women in public 
I 
I 
I 
I· 
II 
I 
1/ Commission on Teacher Education, The Improvement of Teacher ! 
Education. American Council on Education. Washington, D. c., 
1946, P• 264. 
I 
2/ School District of Philadelphia, The Board of Public Educa-
tion, Annual Report of the Superintendent of Public Schools of l 
the City of Philadel~hia for the Year Ended June 30, 1934. i 
October I, 1934, Phi adelphia, p. 31. 
positions who have adequate incomes independent of 
their salaries, and that there are many cases where 
two or three single daughters of the same family may 
be employed in public positions, and where the single 
daughters and sons of men of means hold public posi-
tions. This argument is based on the fallacy that the 
school system owes positions to people in accordance 
with their economic needs; whereas the chief obligation 
of a school system is towards the children, and it owes 
to them the duty of placing them under teachers who are 
best fitted, regardless of social position or economic 
state. Once we attempt to base the selection of teach-
ers on their relative economic needs, we enter a wilder-
ness of uncertainty, misrepresentation, concealment of 
facts, influence and pressure, from which we could 
\\ '" 1 
never escape. As public officials, our first duty is to II 
deal justly, first with the pupils, and secondly : with 
the teachers to whose care the children are entrusted. 11 
From the viewpoint of quality of teaching service, studies 1\ 
1\ of the question have indicated that married women are equally 
1as efficient as single women; such differences as are mentioned II 1/ 
1
generally favor the married teachers.- The teaching profession 
is affected adversely inasmuch as many highly competent women 
will refrain from entering a field where women teachers are 
1forced out after long years of preparation. The non-employment 
j
1
of married teachers will lead young women who intend to teach 
I 
li to meet only the prescribed minimum standards of preparation~ 
\[ why should girls who plan to marry Within a few years exceed the \ 
minimum requirements of stud$ and preparation for a profession I 
2/ II that they must soon leave?-
~ ~:--:~-~-=:-:-- I 1 / National Education Association, Committee on Equal Opportunity, 
1 ~S:...:t:;.;;a~t;:.;u::.:s=--=-o=-f~t~hp:e~M;.::a::.::rr::..:...;i::.;e:;..d;::;...:.:W..:::o:.::m:.:::a::=n;....:T::..:e:::.:a:::.c::::.;h~e~r. June, 1938, washington, 1 D. C., P• 13-15. 
II ~ / Ibid., P• 15. 
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r-~ Auth~rlli~ s in .the field of public personnel and most 
1 school authorities reject the idea that school teaching jobs 
11 
I 
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I 
should be given to those who, financially, are most needy. 
I 
Even though such a policy prevailed, married women as a group •! 
would not be barred. Various studies have shown that married 
women, generally speaking, work not to obtain personal lux-
uries but to provide income for basic necessities for them-
selves and their dependents. Moreover, the dismissal of 
married women does not create jobs for other women since mar-
ried women through their salaries provide employment often 
1/ 
for servants and other persons.-
Society loses by the e lim ina ti on of married wo:rre n from 
the ranks of teachers because of the waste involved in the 
sacrifice of training and experience, oftentimes achieved at 
2/ 
public expense.- And, finally, asks the American Association 
21 
of School Administrators, "Is it good social policy to dis-
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'I 
courage marriage on the part of women teachers, when marriage I 
ia recognized as a normal aim in life and frequently ia an aid ll 
to individual stability and personal adjustment'?" l 
I 
I I ]) Ibid.' P• 20-22; P• 28. I 
II 2/ James N. Emery, 11 Shall We Bar the Married Teacher? 11 J ourna1 11 
~~~ of Education (January 12, 1931), Vol. CXIII, No. 1:35.,.36. 
1
. 
2/ American Association of School Administrators, School 1 
Boards in Action. Twenty-Fourth Yearbook, February, l94b, 
Washington, D. C., p. 113. 
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Local residence~ !a eligibility factor.--
---- -·- - _j!_ ---Th~ re~i-denc; 1~-----
in the selec- .\ I 
II 
of a candidate is oftentimes an important factor 
\,I t.ion of teachers. Some school boards give local re sident.s 
I preference over non-local applicants. In the matter of resi-
II 
I 
I 
I dence and teacher appointment, twenty-three of the thirty 11 
!i c1 ties wit.h examining boards reported that. the residence of ;' 
j' applicants was immaterial; four extended preference to local I' 
'i residents; and three failed to specify. Two cities (one in the ~~ 
I I 11 re sidence immaterial" group; the other in the "preference" ,\ 
I· 
j group) stated that preference in appointment was given to gra- I! 
I duate s of the normal school or teachers college maintained by tl 
\.
1 
the local school system. "This practice, 11 declared the Americazii 
1/ II 
)
11 
Association of School Administrators, "may have some justi- 1\ 
ij 
11 fication during a period of greatly e xpanding sc:tlool enrol- II 
mente. At present, however, most cities that maintain their 1 II 
own teachers collegeslook upon them as a means or economy , for 
they make available locally a regular supply of teachers ready 
1
1 
I' 
for employment at the minimum salary •••• " jl 
Although several school systems With local tax-supported :[ 
teachers colleges asserted that no preference in appointment 
was granted to the graduates of these insti tuti.ons, such per-
sons oftentimes occupy a preferred position. This fact is 
- E.l 
clearly expressed in the following quotation: 
i 
I 
ll 
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1/ American Association of School Administrators, op. cit., 
P• 112. 
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~ I 
~/ George D. Strayer, Director, The Report of a Survey of the 
Public Schools of the District of Columbia. u. s. Government 
Printin~fice. Washi~gt_o~:,_n_.__c_._, i:91£§0, p,. ag-.g_QT= ;p=-=-9-~ 
I 
" I' I 
11 The (Washington, D. C.) examination for the 
purpose of establishing eligible lists of teachers, 
as conducted at present, place high priority on 
the ability to reproduce factual material. This 
situation makes possible the development of a 
training program in the local teachers colleges 
pointed toward this type of test. This gives an 
advantage to those students recently trained with 
this objective in view. It provides no adequate 
screening for those who have been developing a 
broader educational philosophy •••• To a very defi-
nite degree it serves as a barrier against appli-
cants from other school systems or from a wider 
geographical area. It contributes heavily to the j 
process of inbreeding which is already a real 
professional handicap. During the past 10 years, 
61 per cent of the teachers appointed to regular I 
positions in the white elementary schools were 
graduates of Wilson Teachers College. For the same 
period, 90 per cent of the appointments to regular 
teaching positions in the colored elementary schools 
were graduates of Miner Teachers College. 11 
Among the arguments presented in support of the policy of 
favoring local candidates ar~ the folloWing. Since the local 
teacher generally lives at home, he can be employed at a salary ! 
. 1/ 
lower than that required by the out-of-town teacher.- Another 
argument frequently advanced is the same one used in opposition 
to the appointment of married women, namely, the so-called I 
"public bounty" idea. Advocates of this argument feel that tax- 11 
I 
paid positions should be given to needy local residents irre- I 
I 2/ spective of qualifications.- Local tea chers drawn from leading 1 
families or foreign groups in the community may bring to the 
I school the active support of such elements.21 Finally, the em-
1 
I _~1~/~N-a~t-i_o_n_a~l~E~d-ucation Association, Research Division, Teacher 
Personnel Procedures: Selection and Appointment. Research Bul-
letin, Vol. XX, No. 2, March, 1942, Washington, D. c., p. 62. 
I ~/ Ervin E. Lewis, op. cit., p. 163. 
j\"2/ Ibid., P• 162. 
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1 
work of the superintendent, and thus furnishes a desired de-
of local talent does tend to reduce turnover and the 11 I, 
II 
- ,.. - -
l 1/ 
\ gree of permanency in the local staff.- I 
I 
I 
I 
I 
I 
I 
Authoritative educational opinion is opposed to the ex- j1 
I 
tension of preference to local teachers. Applicants for teach- li 
ing positions should be chosen on the basis of efficiency and y 
training and not upon the basis of need or residence. Home-
town candidates should not be excluded from consideration for I 
appointment but their qualifications should be judged in the [ 
same light as those of out-of-town applicants. The residence 
2.1 limitation has been described as "contrary to the best in-
terests of the public service and as a departure from the 
I 
I 
'I merit principle. It is, rather, a reflection of that narrow 
II ~I I 
i 
I 
I 
• parochialism which long characterized American attitudes, com- 1 
I bined with a.n eleemosynary view of the public service, Today I' 
I 
j it is outmoded, however desirable it may be from the standpoin~ 
11 of political strategy.• The restriction of candidates to those :1 
I
Ii i! 
1 
who live within a particular city or who are graduates of loca~ 
teachers colleges, in the words of the St. Louis School Survey 1 
4/ Ill Staff,-
1/ Frank P. Graves, op. cit., p. 194~ 
2/ American Association of School Administrators, op. cit., 
p. 113. 
!i 
It 
li II 
I 2/ J. Donald Kingsley, Chairman, Recruiting Applicants for the 1 
Public Service. Civil Service Assembly of the United States 
and Canada. Chicago, 1942, P• 19. 1/ 
1,\1 !J:./ George D. Strayer, Director, A Report of a Survey of the Pub:-
11 c Schools of St. Louis, Missoufl, Bureau of Publications, Jl 
Teachers College, Columbia University. New York 1239, P• 33~~·~-'========= 
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__ j_ ----- - - -- - - ~--==-==-:- =--~~-~~;akes for ;rovincialism and closes the door to gifted appli-
]]==--=== 
11 ~ants from other communi ties. No city would think of limiting 
II 
:i 
I 
its theater talent to local actors, its professional ball 'i 
players to stars discovered on local sand lots, or its physi- !I 
cians to those who were trained in municipal institutions. Why 
1
j 
. ·I 
should it pursue a different policy in choosing its teachers? 1 
The best brains and personalities available anywhere among the 1 
! 
teaching group in the United States are needed as badly in St. i 
Louis as in any other city and no barrier should be establishe4 
against employing them. Regulations which interfer e seriously 
with the free mobility of teaching talent do not operate in 
the be at interests · of children." 
i; 
Dismissal of local teachers who prove unsatisfactory is 11 
1/ I 
- I oftentimes more difficult because of family and social ties. · 
2/ 
Said former Commissioner Frank P. Graves- in reference to 
I 
the !i 
II ~ I 
'I 
employment of local girls as teachers: "It must also be con-
fessed that the superintendent is likely to treat them more II I 
•I 
'I leniently and be quite loath to dismiss them. 11 Doctor Graves 11 
I 
stated also that the hiring of too large a proportion of local l 
.· 2/ 1 
talent leads to inbreeding. Relative to this problem of in-
!i./ 
breeding, the Boston School Survey S~aff declared: 
I 
i 
·I 
1/ National Education Association, Research Division, Adminis- ,/ 
trative Practices Affecting Classroom Teachers, Part I: The 11 
Selection ana_ Appointment of Teachers. Research Bulletin, 'II 
Vol. X., No. 1, January, 1932, Washington, D. c., P• 22. ~/Frank P. Graves, op. cit., p. 194. lj 
2/ Ibid. ,j 
!!/ George D. Strayer, Director, Report of a Survey of the Pub- !i 
lie Schools of Boston, Massachusetts. City of Boston Printing ' 
Department. Boston, 1944, p. 931. 11 
~ ~~~= 
--~----==--=-~ ~A hlgh-deg;-;; --~f uniformity, even-~~-u~~-
~~~ current practices are on a fairly high plane is 
always dangerous to a school system. There is a 
I' useful analogy between uniformity and inbreeding \ in the plant and animal kingdoms and in a school 
II system. Inbreeding in the plant and animal king-doms, if unchecked, results in uniformity, poor 
I 
adaptability to changing conditions, and extinc-
tion of the species upon which it is practiced . 
I
, Something similar happens in an educational sys-
tem that employs all, or nearly all, of its staff 
·II from its own system. Uniformity inimical to 
'II progress is the first result . This may go so far 
as to block changes needed to adapt the schools 
to changing conditions--even to completely and 
obviously changed conditions. However, inbreeding 
=--,-
'1 
II 
1l 
'I 
is useful in limited areas to fix desirable types, 
both biologically and culturally . · 
"outbreeding in the plant and animal kingdoms 
produces variety. Unchecked, it destroys the iden-
tity of the species. However, out-breeding is 
useful in creating new and more desirable types--
types which may, by selection and inbreeding, be 
standardized. Again, something similar happens in 
the educational system that employs all, or nearly 
all, of its staff from other school systems, 
particularly, from distant ones. The identity of 
the school system as a servant of the community 
which supports it may be lost . However, the em-
ployment of a substantial number of persons of 
high ability from diverse sources is sure to pro-
duce better ways of doing things. These can be 
utilized by an alert supervisory and administra-
tive staff in the improvement of the entire sys-
tem . Wise selection of a few staff members from 
other communities is frequently the only way in 
which certain needed changes can be brought about . 
"on the social side, the employment of large 
numbers of local persons insures social and poli-
tical contacts between the schools and the communi-
ty, but it invites political chicanery inside the 
school system. The employment of large numbers of 
outside persons reduces the number of social and 
political contacts, but it insures the school sys-
tem of a large number of persons determined to 
make progress by meritorious service. 11 
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ClL4.PTER IV 
RECRUITMENT OF CANDIDATES FOR TEACHING 
Locating Prospective Teachers 
Importance of the recruitment function.~ After the board 
of education has formulated the qualifications of teachers to 
be employed, the next step is to locate the persons with the 
desired qualifications. This recruitment function is "an inte-
/( 
' I 
gral part of a more inclusive process -- selection -- which alsb 1/ I 
includes the procedures of examination and certification."-
The importance of the recruitment function needs emphasis. It 
is a fundamental part of a personnel program Whose aim is to 
make available the services of teachers of the h~rest possible II 
character and capacity. As has been pointed out,- "Without at 
least some superior individuals in the competing group, the [I 
best that can be hoped for in the eligible list is a high level 
I 1 of mediocrity." A recruitment policy "improperly analyzed, or 
' 21 
inconsistently determined •••• may wreck the entire program." 
Every effort must be made to eliminate or modify those restric-
tions (residence limitations, for example) which impede the 
operation of a sound and extensive recruiting program design-
17 J. Donald Kingsley, Chairman, op. cit., p. 1. 
2/ Alice C. Klein, Civil Service in Public Welfare. Russell 
Sage Foundation. New York, 1940, P• 97. 
2.1 Commission of Inquiry on Public Service Personnel, Better 
7N 
1 Government Personnel. McGraw-Hill Book Company. New York, 1935, 11 
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i ed to attract high grade candidates. 
I 
I 
il 
The civil service commission, a,9cording to authorities 
1/ 
in the field of public personnel administration,- originally 
was designed as a recruiting agency: whose primary function was 
to eliminate special privilege in the selection process and to 
assure fair competition to an unselected mass. As the result, 
a negative concept of recruitment developed. The idea was to 
keep out the unfit, rather than to attract high-grade appli-
cants. Underlying this concept was the assumption that if 
political influence could be excluded, able persons would in 
some manner enter the public service. This has proved to be 
2/ 
incorrect, with the result that the historic negative ap-
preach is slowly yielding to positive recruitment policies. A 
positive recruitment program requires that school officials 
should engage· in an active quest for the ablest and best qual-
ified candidates. 
"To tb,is end," wrote Chairman J. Donald 
Kingsley,2/ "a positive approach implies the 
adoption of practices and procedures for attract-
ing applicants which emphasize the quality rather 
than the quantity of competitors. Its methods must 
be selective and discriminating. In comparison w1 th 
traditional procedures, they are like using a rifle 
in place of a shotgun. A rifle is more difficult to 
aim; it requires greater precision. But it is also 
more effective and carries farther." 
lf William E. Mosher, and J. Donald Kingsley, op. cit., P• 109. 
£:/ Ibid. 
21 J. Donald Kingsley, Chairman, op. cit., P• 14. 
I 
I 
:I 
Sources used 1!1 locating prospective teachers.- All of 
the thirty cities with examining boards were asked to specify 
what sources they used in locating prospective teachers. Their 
replies are listed in Table 13. A review of the contents 
Table 13. Sources Used in Locating Prospective Teachers 
in Thirty Cities with Examining Boards. 
Sources 
Voluntary Applications Submitted by Candidates 
Placement Bureaus of Teachers Colleges, Other 
Colleges and Universities, and State Depantments 
of Education 
Distribution of Announcements of Forthcoming 
Examinations to All Teacher-Training Institutions 
and Colleges within Surrounding Area 
Newspaper Publication of Forthcoming Examinations 
Normal School or Teachers College Maintained by 
Local School System 
Inquiries at Teachers Conventions 
Commercial Teachers Agencies 
Personal Solicitation in other School Systems 
by Examining Board or Committee 
Teachers in Local School System 
Friends of the Schools 
Solicitation by Superintendent of Schools 
Number 
of Times 
Reported 
30 
20 
17 
16 
8 
6 
5 
2 
1 
1 
1 
I' 
I 
l 
revealed a seeming lack of positive recruitment policies~ 
"Voluntary applications submitted by candidates" was the source 
most frequently reported. "The best teachers available," in the 
1/ 
words of Professor Ward G. Reeder,- "are not always repre-
1/ Ward G. Reeder, op. cit., p. 127. 
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sented in a list of applications; in fact, the most poorly 
qualified candidates are usually the most persistent appli-
cants. If the services :ot the best teachers are procured, the 
position must often seek them, not they the position." De-
pendency on voluntary submission of applications leaves too 
much to the element of cmnce. 
Table 13 shows that twenty cities utilized the services 
of placement bureaus maintained by teachers colleges, other 
colleges and universities, and state departments of education. 
This represents direct contact with major sources of personnel. 
It typifies a more sharply focused quest for competent candi-
dates than does the general approach characterized by newspaper 
advertisements or distribution of circulars co.ntai ning examin-
ation announcements. The appointment bureaus are especially 
qualified to furnish information about prospective t e a chers . 
A superintendent or his repr e sentative who makes judiciou s use 
of these sources can oftentimes obtain the "pick of the field." 
Such contacts with the educational institutions may influence 
them to initiate new courses or modify old ones in the interest 
of improved pre-service training f or pr ospective teachers. 
Notices of examinations adver tised in newspapers or cir-
culated among teacher-training institutions and colleges within 
prescribed areas are useful recruiting devices. Their wide-
spread use is indicated in Table 13; slightly more than half 
of the thirty cities employed them. Newspaper announcements are 
oftentimes the result of legal requirements. The idea of course 
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is to achieve open competition as the · result of extensive 
publicity. The proper use of the newspaper as a medium re-
quires that all announcements be presented in an interesting 
and complete manner. The examination announqements dis-
tributed among the various educational institutions should 
be prepared in an attractive manner and in . accordance with 
the principles of good advertising. Users of this method are 
confronted With a serious problem. How can they be certain 
that the recipients of the announcements actually post them 
for perusal by prospective candidates? Periodic check-ups of 
some type are essential if the maximum results are to be 
achieved • 
. Eight cities reported that candidates vvere recruited 
from the normal school or teachers college maintained by the 
\
1
1 local school system. Excessive recruiting from this source 
may result in harmful inbreeding. This is especially true 
where admission to these institutions is limited almost en-
tirely to local resi·dents. Relative to the students of the 
Chicago Normal College, Professor George D. Strayer declared 
1/ 
that uany desired degree of culture and professional training 
can be given these young people. At the same time the dangers 
1
1 
I 
II 
of restricting intellectual and professional growth to local 
influences are so great as to indicate the desirability of a 
1/ George D. Strayer, Director, Report of the Survey of the I 
Schools of Chicago, Illinois. Bureau of Publications, Teachers 
1
1 
College, Columbia University. New York, 1932, Vol. I, p. 259. : · 
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policy of taking at all times a certain number of teachers 
both experienced and inexperienced from outside the city. If 
the numbers in the normal college are limited to a small per-
centage below the expected requirements of the elementary 
schools and if applicants are encouraged from other sources, 
the resulting variety of experience should be a great benefit 
to the schools. 11 
Two recruiting procedures that typify the positive ap-
proach are personal solicitation in other school systems by 
the examining board or committee and inquiries at teachers 
conventions. These were reported as being used in eight in-
II 83 
I 
II 
I. 
1
.11 sta,nces. "Scouting" of this kind makes available the names of 
well-qualified candida tea who then can be invited to make 11 
applications for specific positions. Oftentimes this approach 
may be the only way to reach desirable candidates who for one 
reason or another have not seen general announcements. 
Five cities indicated that recourse was had to commercial . 
I 
teachers agencies in the quest for able teachers. An older If 
study embodying reports from 1853 superintendents or principals 
in the area served by the North Central Association revealed 
1/ 
praise and criticism of the agencies.- Of these school offi-
cials, 142 commented favorably about the promptness of the 
agencies in handling requests; 48 about the wide range of 
ce.ndidates; and 149 about the availability of candidates. On 
I 
I 
I 
]/ George w. Willett, "Efficiency of Teacre r Placement 
Agencies, 11 The North Central Association Quarterly (September, /! 
1928), Vo~. III, No. 2:197-198. [ 
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the other hand, many superintendents and principals criticised 
1
1 
'' the private agencies on the following grounds: "too many appl1- 1i 
cants for the same position;" "numerous recomrrendations are 1 
I 
unreliable;" "poor qualities of the applicants are not listed;" 
"the best teachers do not enroll; 11 and they "place commission 
before service." I 
I 
Informing Prospective Candidates I 
Circular of information for applicants.- An essential 1
1 step in a vvell-rounded recruitment program is to acquaint pros- ~ 
pective candidates with the eligibility requirements of par- 1 
ticular positions and the procedures that must be followed in 
applying for a job. Various sChool systems meet this need by 
publishing in mimeographed or printed form a "circular of 
information for applicants," made available for all interested 
applicants. Of the thirty cities with examining boards, twenty-
two reported the publication of such a circular; six did not 
publish one; and two did not specify. The size and content of 
the.se circulars varied. For example, the Syracuse bulletin 
consisted of four pages; those of Boston &1d New York contained 
forty-six pages and fifty pages respectively. The nature of the 
information outlined varied from city to city, depending upon 
the teacher selection rules of the particular school system. 
The following topics, discussed in the Boston Board of 
Examiners Circular of Information, 1950, represented the type 
of information oftentimes supplied to candidates through the 
R4 ........ 
-=- 1/ -·,-- -=--
medium of circulars.-
l. General requirements for appointment 
2. Examinations, general information 
3. Citizenship 
4. Veterans' preference 
5. Boston retirement system 
6. Typewriting machines for use at examinations 
7. Examination fee 
8. Scale of marking 
9. Age limitation 
10. Establishment of eligible lists 
11. Removal and restoration of names from and to eligible 
lists 
12. Required certificates and testimonials 
13. Teaching demonstration 
14. Appeal for reconsideration 
15. Temporary examinations 
16. List of certificates and eligibility requirements 
17. Requirements for teaching additional subjects 
18. Subjects of examinations for certificates 
19. Appointments, re-appointments and promotion of teachers 
20. Re-entrants to permanent service 
Several purposes are served by the publication of this kind ' 
11 of information. A prospective candidate is enabled to check his 
fitness in the light of the prescribed eligibility requirements. 
I 
This should decrease the number of applications from those who 
lack the necessary qualifications and those who do not find the 
I described positions to their liking. Candidates are helped by 11 
,the availability of specific instructions concerning the sue-
lcessive steps that must be followed in order to qualify for a 
,: teaching appointment. The use of circulars would eliminate time-
jl consuming interviews between school executives and candidates 
,I 
!\ relative to qualifications and requirements for various jobs 
l\ wi thin the individual school system. 
1/ Boston School Committee, Circular of Information: The Exam-
1ination, Certification, Appointment of Teachers and Members of 
the Supervising Staff in the Public Schools. City of Boston 
,1 Printing Departm~!?-t. Bostq_n, l:-95Q, p. 5 6. 
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Formal application blank.-- Recruiting activities are 
=---r . =--
·1 
designed primarily to produce a surficient number of qualified 
applicants for employment. "t7lication procedures," said 
Chairman J. Donald Kingsley,- ''are thus the f inal link in the 
I 
I 
chain of positive recruitment. They are, moreover, the connect- \ 
ing link between recruiting and other aspects of the selection i 
process. Recruitment ends with an application. The examining 
process begins with one. 11 Consequently, application procedures 
require careful consideration. 
All of the thirty cities with examining boards reported 
that each applicant for an initial teaching position was re-
quired to submit a completed formal application. Five primary 
' 2/ 
purposes are served by the application. Thes·e are:- "(1) to I 
I 
identify and locate the applicant; (2) to determine eligibility \ 
for competition; (3) to I evaluate qualifications for employment; 1 
I 
(4) 
for 
to determine preference status; and (5) to serve as a basis \ 
estimating character and habits. 11 The achievement of these I 
r 
II 
purposes necessitates the inclusion of certain items in the 
i1 
II 
blank, and what makes up the content of the application form 
is largely a process of selecting i terns pertaining to these 
I 
purposes. 
I 
All of the application blanks contained such identifying I 
\ data as name, address, and in thirteen cities, photograph. 
II Under the terms of the Massachusetts Fair Employment Practice 
il 1/ J • Donald Kingsley, Chairman, op. cit., P• 100. 
l! 2l Ibid. 
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--·--- ===-=- ---=---=,l~ Law, the r e quirement that an applicant for employment annex 
I a p hotograph to his application is considered to be illegal. 
I The requirement relative to the submission of a photograph is 
'1 questionable. The chief arguments advanced against this. re-
quirement are the folloWing: (1) it arouses public suspicion 
that applicants are judged by appearance; (2) it gives r ise 
il to charges of racial discrimination by the examiners; and (3) 
li 
I 
I 
,, 
I 
it increases the trouble and expense of the application proces~, 
I 
with the result that qualified candidates may be discouraged. 11 
The current best opinion i~lublic personnel administration is ~~~~ 
opposed to the requirement. 
The inclusion on the application blank of questions deal-
ing with citizenship, residence, age, marital status, health, 
education, and experience is designed to determine the eligi-
bility of candidates. The acceptance or rejection of an appli-
cant is based on the answers to these questions. All of the 
thirty cities with examining boards stated specifically that 
candidates were required to submit information pertaining to 
educational preparation, and teaching and other experience. 
Such facts were used in same instances as a partial basis for 
the rating of candidates, in addition to serving as a means of 
judging eligibility. 
The submission of references was required by all of the 
:I 
II 
:I 
I 
I 
'I thirty cities. The purposes of this requirement were to ascer-
~1/ Ibid., P• 114. 
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tain personality and character and to check facts submitted by 
II 
1\ 
'I 
the applicant. 
Eleven cities required candidates to file their applica-
tions and credentials in the office of the superintendent of 
schools; nine cities, in the office of the personnel eli vision; 
in the office of the deputy superintendent; and one city, in 
nected with the personnel office should not be alloved to re-
ceive applications. Such a rule is designed to avoid loss or 
mishandling and to check the applications for completeness at 
1/ 
the time of filing.-
With the submission of the application, the work of veri-
I 
2/ 
fication begins.- Obviously, unless a check is made the 
li 
II 
state- .! 
I 
! ~ 
menta contained in the application may be of little value. The 11 
I work of ve r ifying the applicant's statement of experience and 
checking his references was performed by different agencies 
within the school systems. The names of these agencies are 
listed in Table 14. 
1/ Ibid., P• 136. 
2/William E. Mosher, and J. Donald Kingsley, op. cit., p. 153. 
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---'--=='-=t·l-r== === II Table 14. Types of Agencies in the Thirty Cities with I 
I 
I 
I 
Examining Boards for Verifying the Applicant's 
Statement of Experience and Checking His 
References. 
I Type of Agency 
Number 
of 
Cities II 
I 
I Personnel Division 
Examining Board 
Superintendent of Schools 
10 
8 
5 
Superintendent and Assistant Superintendent 
Superintendent and Examining Board 
Deputy Superintendent of Schools 
Assistant Superintendent of Schools 
Division Head 
Not Specified 
of Schools 2 
1 
1 
1 
1 
1 
The relatively high position occupied by the superin-
tendent of schools in this work of verification recalls the 
1/ 
recommendation- made in connection with checking eligibility 
requirements, namely, that the superintendent relieve himself 
of this time-consuming task and assign it to another school 
agency. 
I 
Various answers were received from the thirty cities with \ 
I 
examining boards in reply to the question, "How long are appli- 1 
cations kept in the active file?" The responses are listed in 
Table 15. 
1\ 1/ Page 56. 
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15. Length of Time Applications for Teaching Positions 
Are Kept in the Active File by the Thirty Cities 
with Examining Boards. 
- . --·-- - -------
l ------------------------------~------------
Length of Time 
Number 
of Cities 11 
il 
\II _O_n_e __ Y<_e_a_r------------------------------------~----------9-------- l 
j Two 1ears 4 j! 
Three Years 6 
1 
Five Years 3 !, 
Indefinite 4 
For Specific Examination Only 3 :
1
1
1 Not Specified 1 ,
1 
-------------------'-------- 11 
The major advantages of restricting applications to spe- II 
I 
cific examinations are uniformity and economy. This restriction !! 
policy results in the issuance of fewer application blanks and I 
I 
! their processing within a relatively short time. One disadvan-
tage arising from the retention of applications for relatively 
long periods concerns the possible confusion that may develop i 
I if the application forms are revised since candidates who file ' 
II 
over a period of time use different forms. Also changes in 
eligibility requirements may mean that applications already 
filed may be unacceptable when the position is finally avail-
II 
I' 
.I 
I 
I 
I 
able. Yet there are certain advantages in retaining many appli- l 
I 
cations onfile. Such a policy supplies information on a larger il 
'I 
group of potential employees than does the restricted program, II 
recruiting and better handlin~ , and makes possible more selective 
11 
of emergency situations. II 
I 
J. Donald Kingsley, Chairman, op. cit . , p . 130. I 
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~·-- The question of fees in connection with the civil : 
service application and examination process bas come to the 
forefront in recent years. Boston, Newark, New York, Provi-
dence, and Tulsa required the payment of a registration fee 
for each application submitted for a teaching position. The 
amount ranged from one dollar in Tulsa to approximately two-
tenths of one percent of salary for initial year in New York 
City. 
Two chief arguments are put forward in favor of such a 
charge. (1) It is a relatively painless source of additional 
revenue. (2) It deters unqualified persons from applying. 
Opponents of the practice believe that it "imposes a restric-
tion upon candidature unrelated to differences in ability and 
is thus contrary to the general principles of positive recruit1 
ment. It is undemocratic and violates the principle of equality 
in relation to public employment. Carried to an extreme it 
would result in a caste system based upon plutocratic distinc- l! 
1/ 
tions, as it has tended to do in England ... -
1/ Ibid., P• 137. 
I 
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CHAPTER V 
1ffiTHODS OF TEACHER SELECTION 
Prediction of Teaching Success 
Difficulties involved in teacher selection.-- The task 
confronting examining boards in the selection of good teachers 
is not an easy one. The opinion is widespread that the de-
termination of a per son's probable success as a teacher is not 
an especially difficult problem, or at any event, is one that 
1 has been fairly well solved. Examining boards, however, are 
I handicapped in their work by the non-availability of tests for 
predicting the "total complex called teaching ability. ,f} Con-
cerning the difficulties that arise in the selection, appoint-
I 
ment, and promotion of teachers, Professor r. L. Kandel 
2/ 
asserted as follows:-
"Studies of the abilities and qualities that 
make a good teacher have been going on for more 
than a generation and every new study appears to 
cancel out those that preceded it. Character, 
personality, scholarship, practice teaching, in-
telligence -- each has had its advocates; not only 
is there no agreement among the advocates, but the 
correlations between any one of these qualities 
1.1 James V. Yaukey, and Paul L. Anderson, "A Review of the 
Literature on the Factors Conditioning Teaching Success, 11 
Educational Administration and Supervision (October, 1933), 
Vol. 19, No. 7:511-520; Glenn w. Durflinger, "A Study of 
Recent Findings on the Prediction of Teaching Success," 
Educational Administration and Supervision (October, 1948), 
Vol. 34, No. 6:321-336. 
~/I. L. Kandel, op. cit., p. 4; p. 33-34. 
._, 
and teaching ability are so low that little 
reliance can be placed on the measures for pre-
dicting success. No one would be disposed to 
deny that all these qualities are desirable, but 
there is as yet no adequate information on which 
aptitude tests of teaching ability can be based. 
And yet each of the qualities mentioned can be 
measured-- personality, scholarship, skill in 
practice teaching, and intelligence. 
" •••• It may well be asked whether teachers 
can be successfully selected by any kind of exam-
ination, however varied it may be in character. 
Teaching requires a greater variety of personal 
relationships than most other liberal professions. 
The teacher is an agent of the public and is 
brought into contact With parents of children 
under his charge; he is assigned to a school and 
his success must to some degree depend upon his 
relations with his principal and colleagues; he 
is under the supervision not only of the princi-
pal but also of other supervisory officials of 
the school and of the system in general; as a 
member of a nrofession he has relations with other 
members both-in his own and in other systems of 
education; in his immediate classroom relations 
he is in daily association with a large number of 
pupils of different abilities and from different 
environments. All these relations require certain 
personal characteristics which are essential to 
professional success and which it is not easy to 
estimate in a single or in several personal tests 
or by any type of written test. Because of the 
great variety of these relationships it is per-
haps more true of teaching than of other profes-
sions that ~knowledge comes but wisdom l ingers.' 
Further, because of the varied demands on teach-
ing ability at different levels what is referred 
to in general as 'personality' assumes a variety 
of manifestations whose presence can only be 
tested at work. To a large extent the difficulty 
of establishing adequate tests for the selection 
of teachers is intensified by the complexity of 
teaching ability and of the function of teaching." 
Recognized requirements for teaching success.-- Yet 
there are certain requirements that are quite generally re-
garded as indispensable for teaching success. These require-
ments include physical and mental fitness f luency ins eech li 
and expression, broad background of general culture, adequate 
knowledge of subject matter to be taught and familiarity with 
the history and development of procedures, the use of tech-
niques, and present day problems of the teaching profession. 
They cannot be ignored in any evaluation of prospective teach-
! ers and must be guaranteed in advance through the use of the 
. 1/ 
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best available testing techniques.-
2/ 
nBut," as Professor I. L. Kandel- has so 
pertinently pointed out, uthere are many traits 
and skills that are desirable and necessary in 
a classroom teacher that cannot be tested by any 
examination which is reasonably brief and inex-
pensive. These elements can be tested only by 
careful observation of the individual at work 
during a probationary period. Some of the impor-
tant personality elements that can be tested 
satisfactorily only 'on the job' itself are: 
1. Personal habits--habitual neatness, cleanliness, 
orderliness. 
2. Habitual refinement, good manners, tact, 
courtesy, cooperation, unselfishness. 
3. Habitual use of correct English, in writing, 
speaking, teaching. 
4. Habitual industry, reliability, honesty, 
integrity. 
5. Habitual kindliness, cheerfulness, affection 
and sympathy for children. 
6. Skill in teaching and in adapting a thorough 
knowledge of subject matter to the needs of 
the pupils .. 
7. Ability to maintain discipline and to develop 
character. 
]} David G. Ryans, Comparing the Qualifications of Teachers. 
Teacher Selection Papers and Reports, No. 11, National Com-
mittee on Teacher Examinations of the American Council on 
Education. New York, June 10, 1947, P• 6; I. L. Kandel, op. 
cit., p. 34; Harry P. Smith, op. cit., P• 23. 
g/ I. L. Kandel, op. cit., P• 39. 
I] 
8. Loyalty to the public school system, to the 
children, to fellow teachers and supervisors, 
and to organized society; the spirit of ser-
vice. 
g •. Continued good health, mental, moral, emotional, 
physical. 
11 Since it is indisputably established that 
these qualities and others cannot be adequalely 
tested by any preliminary examination it is ob-
vious that a Board of Examiners in passing upon 
thousands of applicants, even under the most 
favorable exarnination __ nondi tions, cannot make 
positive forecasts. Exa.m inations (even in the 
limit ed field where such examinations are valid) 
are not, and probably never will be, a perfect 
instrument for estimating in advance the fitness 
of teachers. The percentage of possible error can 
scarcely be less than ten per cent and may indeed 
reach thirty per cent. A showing of eighty-five 
per cent efficiency in the limited field in which 
examinations may be conducted by the Board of Ex-
aminers would be a remarkably high record for any 
examination system. u 
The Merit System 
Aims ~ the merit system.-- The existence of examining 
boards in the various school systems in general may be said to 
represent an attempt to apply the merit system in the selection y 
of teachers. The work of these boards in many cases embodies 
the substance although not always the form of civil service. 
The merit system aims to eliminate personal, political, and 
1/ Much of the material contained in this discussion of the 
merit system is derived from the following publications: 
Charles M. Kneier, City Government in the United States. Harper 
and Brothers. New York, Revised Edition, 1947, P• 727; 
Lewis Mayers, The Federal Service. D. Appleton and Company. 
I 
!J 
lj 
ll 
New York; 1922, p. 607; William E. Mosher, and J. Donald Kings-
ley, Public Personnel Administration. Harper and Brothers. 
New York, Revised Edition, 1941, p. 671; Arthur w. Procter, / 
Principles of Public Persopnel Administration. D. Appleton and 
\ Company. New York, 1921, p. 244. I 
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1 
il merit of the individual is considered in accepting or rejecting II 
him. The objectives of the system may be best achieved through il 
I 
the establishment of a formal system of selection, preferably 
based on open competitive examination, or in some cases, a 
qualifying or non-competitive examination. Realization of the 
objectives also includes proper provisions for promotion and 
reasonable security of tenure for workers. Obviously, the ap-
lication of the merit system does not solve all the problems 
involved in teacher employment but it does help to eradicate 
the more conspicuous political and other improper forces that 
hinder a proper solution of these problems • . 
II 
I 
I 
li 
II 
Types of examinations.- The word "e.xamination" as used 1n jl 
civil service administration has a wide significance. It may 
refer to the rating of all the facts about an applicant that 
are pertinent in deciding his suitability for civil service 
work. An examination in this regard may include varl ous other 
elements be sides the test intended to disclose special know-
li 
!I 
! 
I' ,, 
I ~ 
'I ledge or general intelligence. It may involve an evaluation of I 
the applicant • s education, experience, physical co nell ti on, and I 
personality. Other factors sometimes used to determine eligibili 
,I 
ity are age, residence, sex, marital status, and citizenship. 
Chara cter investigations are coming to be more frequently used 
by civil service bodies. The nature of the pa r ticular employmenJ 
1 determines the elements included in the specified examination. 
I 
The open competitive type of examination merely rreans that ' 
the examination is made available for all qualified persons 
who wish to compete. Appointments are given to those who make 
the best relative showings. The non-competitive examination 
excludes the element of competition. According to Professors 
1/ 
William E . Mosher and J. Donald Kingsley:-
"The non-competitive examination is 
synonymous with the familiar 'pass' examina-
tion employed under the federal law of 1871. 
The incumbents of non-competitive positions 
are selected by the appointing officer, subject 
only to their passing a test imposed by the 
commission . There is no ranking of eligibles 
on the basis of test results . " 
I' 
I 
1/· 
The tests used by public personnel agencies may be dividedl 
into different groups. One division, based on form, includes 
oral, written, and performance tests. These will be discussed 
later. From the viewpoint of administration, civil service 
examinations may be classified as assembled and non-as sembled 
tests. The assembled examination means that all the candidates 
are brought together in one place, or in the case of large 
jurisdictions, for example, state or nation, in several points, 
and at one time, and are tested as a group. Written and oral. 
tests may be used. In the non- assembled examination, the candi-
dates are not required to assemble in a group but are given nl 
individual examination. It is in principle a competitive exam- I 
ination. Candidates may be asked to submit a statement of 
I 
1 1,/ William E . Mosher, and J. Donald Kingsley, op . cit . , p. 110. 1 
l 
II 
their education, experience, publications, and references. 
The examination of the record may be supplemented by an oral 
examination in the case of the more promising candidates. · 
The use of the non-assembled examination is recommended 
as a method of overcoming the feeling among highly qualified 
persons who refuse to take any type of written test. Such 
individuals, however, will submit their qualifications in 
writing and will take an oral examination. Furthermore, the 
non-assembled type minimizes the expenditure of time and 
money by candidates who must travel to the scene of the· group 
examination. The non-assembled kind serves as an .aid in 
widening the application of the competitive principle. The 
following comment by the late Dean W. c. Ruediger is illumin-
Y 
ating: 
"· ••• The primary cause of the shortage 
of qualified teachers in New York City is not 
the salary schedule but the examination method 
of admission to the corps. I am wondering if 
they haven't noticed that self-respecting, 
virile men and women who are successfully 
teaching will seldom take an assembled exam-
ination in order to get into another system 
where higher salaries are paid; they consider 
the step too humiliating. I have noticed this 
again and again in talking 1dth successful 
high school teachers and have no difficulty 
in appreciating their attitude • 11 
The examination process should, and in many cases does, in 
1.7 W. C. Ruediger, "Discussion: New Duties New Occasions Teach, 11 
School and Society (September 11, 1926), Vol. 24, No. 611:334. 
• 
elude an opportunity for candidates to appeal in such matters 
as rejection of applications and ratings of examinations and 
experience. The existence of such a plan eliminates possible 
charges of favoritism and provides for the rectification of 
mistakes by examiners. 
Written Examinations 
Characteristics of ~ good examination.-- The characteris-
tics of a good examination are: validity, reliability, 
l ,{i 
objectivity, comparability, administrability, and scorability.-
The validity of a test depends upon the extent With which the 
test measures what it is supposed to measure; what it is suppos 
to measure is called the criterion. A '\a lid test differentiates 
between those who are desirable and those who are undesirable 
in a specified situation. Validity is the most important fe~-
ture of a good examination. A test is said to be reliable when 
it measures a person's abilities in a constant way. The use of 
a test of low reliability has been compared with the use of a 
2/ 
tape measure made from elastic.- Objectivity in a test involve 
the elimination of subjective judgment or opinion in the proces 
of scoring it. Objectivity increases the reliability of the tes 
scores. Comparability is that quality of a test which "enables 
1/ Dorothy C. Adkins, Construction and Analysis of Achievement 
Tests: The Development of Written and Performance Tests of 
Achievement for Predicting Job Performance of Public Personnel. 
United States Civil Service Commission, u. s. Government Print-
ing Office, Washington, D. c., 1947, p. 1-2; chapter 4; 
Harry A. Greene, Albert N. Jorgensen, and J. Raymond Gerberich, 
Measurement and Evaluation in the Secondary School. Longmans, 
G~en and Company. New 1ork, 1943, chapter 4. 
~/Dorothy C. Adkins, op. cit., p. 2. 
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the user to obtain from different administrations of the test 
results which have equivalent meanings.'~ A good test should 
be easy to administer and to score. A test that is too time-
consuming or too costly to administer or score, despite its 
high validity and reliability, would be impractical to use unde 
large-scale testing conditions. 
Extent and nature of written examinations.-- In response 
, to the query, "Are written examinations required for initial 
teacher appointment in the school system?" seventeen cities 
with examining boards replied in the affirmative and thirteen 
cities in the negative. The cities answering affirmatively 
j) were: Baltimore, Boston, Cambridge, Chicago, Elizabeth, Lowell, 
Lynn, Newark, New York, Paterson, Philadelphia, Providence, 
\\ Ioo 
1 St. Louis, Somerville, Syracuse, Washington, D. c., and 
Worcester . All of these cities (except Lynn) required applicant J\ 
for teaching positions on both elementary and secondary levels 
to take the written examinations. In Lynn, the requirement was 
applicable only to junior and senior high school teacher candi-
dates. No city made use of a handwriting test as a part of the 
written examination. 
The nature of the written examinations varied. Eight citie 
(Chicago, Lowell, Newark, New York, Paterson, Somerville, Syra-
cuse, and Wa shington, D. C.) stated that a combination of spe-
I 
cial, general, and educational tests was used. One city (Boston) ~ 
; 1/ Harry A. Greene, Albert N. Jorgensen, and J. Raymond Ger-
!berich, op. cit., p. 639. 
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declared that a specialized test for each subject or school 
division was given. Another city (Baltimore) provided for 
such tests in addition to requiring all applicants to undergo 
a test in the theory and practice of education. St. Louis 
prescribed a general cultural test, identical for all appli-
cants; a test in the theory and practice of education for all 
applicants; an intelligence test; and an English expression 
test. 
Several cities made use of the National Teacher Exam ina-
tions. Candidates in Philadelphia were required to present a 
satisfactory score in the Common Examinations and in the 
particular Optional Examination of the National Teacher Exam-
inations for admission to the local examinations of the city. 
Five other cities (Cambridge, Elizabeth, Lynn, Providence, 
and Worcester) required candidates to take the National Teacher 
Examinations, both Common Examinations and the appropriate 
Optional Examinations. Provisions were in ef f ect to cover 
fields not included in the National Teacher Examinations. 
Springfield did not require written examinations for 
initial teacher appointment but suggested to candidates the 
desirability of taking the National Teacher Examinations. 
The results of these tests constituted one of several criteria 
! employed in the selection of teachers. No othe r city specified 
the use of these tests on an optional basis. 
National Teacher Examinations .-- The National Teacher 
Bos t on Univers i t y 
ScL(;)G] r.f Ff. u,~o;;. tic 'f!. 
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Professional Information 
Education as a Social Institution 
.Child Development and Educational Psychology 
Guidance and Measurement in Education 
General Principles and Methods of Teaching 
General Culture 
History, Literature, and Fine Arts (including related 
current affairs) 
I Science and Mathematics (including contemporary devel-
11 
opments in these fields) 
English Expression 
il Non-verbal Reasoning 
I! 
The Optional Examinations 
(Examinations to show mastery of subject matter to be taught) 
Education in the Elementary School 
Biologiual Sciences 
English Language and Literature 
Industrial Arts Education 
' Mathematics 
Physical Sciences 
1 Social Studies 
French 
Spanish 
The working time for the Common Examinations is slightly 
over three hours; for each Optional Examination, it is one 
hour and twenty minutes. Candidates may take one or two Option-
I al Examinations. 
II 
I 
II 
\I 
II 
II 
I 
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The National Teacher Examinations were started and spon-
sored by the American Council on Education during the period 
1940-1949. The Examinations are now prepared and administered 
annually by Educational Testing Service. 
1/ Educational Testing Service , The National Teacher Examina-
tions, Bulletin of Information, 1951, Princeton, New Jersey, 
P• 14-15. 
Annual testing programs are carried on cooperatively with 
school systems and teacher education institutions thruugh the 
facilities of Educational Testing Service. Many candidates take 
the Nationa l Teacher Examinations each year and have reports 
of their scores submitted to school systems of their choice. 
Relative to the construction and validity of these 
1/ 
examinations, the folloWing official statement was made:-
"Each test in the battery of National 
Teacher Examinations is constructed by subject-
matter experts and test technicians to insure 
maximum validity and reliability . Consid eration 
is given in each instance to the choice of ma-
terial which is appropriate t o the examination. 
In the development of outlines for the tests, 
extensive analyses are made of syllabi, textbooks, 
published researches, and the curricula of many 
schools . Advice is obtained from educators in 
teacher-education institutions and from practicing 
teachers, supervisors, and administrators. 
"The individual test items are prepared by 
special editors, are administe r ed experimentally, 
are statistically analyzed, and are criticized and 
edited by subject-matter specialists and experts 
in teacher training before the examinations are 
issued. 
"The test items are prepar ed to measure not 
only knowledge of the facts involved in a field, 
but also the prospective teacher 1 s ability to use 
that knowledge in the school s ituation. The Com-
mittee and staff believe that the tests should, 
within the present limits of the art of writing 
examinations, measure ability to use knowledge 
and apply principles and generalizations to prob-
lems and situations that are similar to those that 
1/ National Committee on Teacher Examinations of the American 
Council on Education, National Teacher Examinations: Their 
Nature and Scope . The Committe . New York, June, 1947, p . 6-8. 
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the candidate will meet in actual school work. 
In doing this the best-answer technique is em-
ployed; that is, the situation is described and 
several alternatives, usually five, are pro-
vided. The candidate is asked to se.le ct the 
answer which he regards as best. 
"Although preparation of this type of item 
is much more difficult than the writing of 
items which test the simple recognition of facts 
as they have been taught, the re.sultant examina-
tions are generally regarded as more valid indi-
cators of a teacher's ability to show good judg-
ment in the classroom. The inclusion of only 
those items upon which the experts agree concern-
ing the best answer appears to be the most satis-
factory method available at present of providing 
a test which will be fair to the applicant and at 
the same time will enable the school officials to 
~ discriminate among candidates. -
"The scope and content of the National Tea.cher 
Examinations is altered from year to year in ac-
cordance with the indications of experience and 
research, and the needs of cooperating educators. 
The National Committee is determined that the ex-
aminations shall be as sensitive as possible to 
changes in teacher-education curricula and to devel-
opments in educational thought and method as well 
as to the growing knowledge in special fields. 
Validity of the National Teacher Examinations 
"From the beginning of its services the Com-
mittee has considered the problem of validity one 
of basic importance. Studies of the effectiveness 
of the Teacher Examinations and of their relation- . 
ship to classroom performance are a continuing 
activity of the project. 
"Ratings of the 'classroom effectiveness' of 
teachers and their National Teacher Examination 
results have been found to correlate to the extent 
of approximately 0.50. In view of the relative 
unreliability of the criterion (ratings) and the 
~act that the Teacher Examinations presume to 
measure only one phase of teaching ability, this 
degree of relationship assumes considerable sig-
nificance. 
"The Teacher Exam ina ti on scores of individual s 
I 
I 
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with varying amounts of professional educational 
training also showed significant differences and 
further support the validity of the examination 
battery. The scores of teachers who have received 
the Master's degree average approximately one-half 
a standard deviation hi gher than those of gradu-
ating seniors and holders of the Bachelor's degree. 
The Teacher Examination scores of teachers who 
have received the Doctor's degree exceed those of 
graduating seniors and holders of the Bachelor's 
degree by almost a full standard deviation. 
''In addition to these statistical evidences 
of validity, it should be pointed out that the 
procedures employed in constructing the Teacher 
Examinations (preparation of examination outlines 
and questions by representative educators, and 
revision of the original materials in light of 
exp~rimental tryouts and extensive review by 
subject-matter experts and experienced teachers) 
have been developed especially to assure the 
successful measurement of approved educational 
objectives. 11 
Each candidate must file with Educational Testing Ser-
vice an application for examinations and must pay an examina-
tion fee. The fees for the tests follow: 
Full-time student Candidates 
Common Examinations with or without 
one Optional Examination •••••••••••• $6 
Common Examinations with 
two Optional Examinations •••••••••••• 
One or two Optional Examinations only 
Other Candidate a 
Common Examinations with or without 
one Optional Examination •••••••••••• 
· common Examinations with 
two Optional Examinations ••••••..••• 
One or two Optional Examinations only 
8 
5.50 
10 
12 
5.50 
=-=1f=--=-=--~--- ·-====~- -=-~----=- --·-= -----. - ---
Each candidate is given a copy of his scares on 
the examinations. Moreover, he is entitled to request 
at no extra cost two more reports of his scores; each of 
these may be forwarded to a school system, college, civil 
service commission, or other authorized organizations. 
Additional reports cost $1 each. 
Educational Testing Service does not specify any 
passing or failing grades on the National Teacher Exam-
inations. The test results are forwarded to school 
superintendents along With material designed to aid in 
the interpretation of the scores. The use made of the 
test scores in the selection of teachers in a school 
system rests W1 th local authority. Each school system 
sets its own standards relative to the use of the exam-
ination results along with facts obtained from academic 
records, recommendations, interviews, and other evidence. 
Since acceptable scores are decided locally, they may 
vary from one school system to another. 
Critics of the National Teacher Examinations believe 
that they are unnecessary, that they may minimize the use 
of other considerations in teacher selection, that they 
may encourage teacher-education institutions to become 
mere tutoring schools, and that they may retard the devel-
opment of teacher education by mechanizing the selective 
·=====~ -- 1:.1--- ~-'='"=--=-~.-=..c--=--'-'ft-====-==-
process and by shifting it from local influence. 
Scheduling of examinations.-- The scheduling of the 
written examinations varied in the different cities. Six 
cities operated on a regularly fixed annual schedule. 
Seven other cities held examinations irregularly, as the 
needs of the school systems demanded. Both types of 
scheduling were in effect in three cities. One city pro-
vided for examinations once every two years. A regularly 
fixed annual schedule of examinations makes possible 
constant and intensive preparation on the part of can-
didates. Such scheduling also makes possible more adequate 
planning of the work of the board of examiners and min-
imizes pressure in preparing and scoring of examinations. 
The following reference to the Boston Board of Examiners 
2/ 
illustrates the planning activity.-
"As early as October the board begins the 
preparation of all examinations scheduled for the 
following year, with the assistance of expert 
teachers, for the most part in the Boston service. 
This work requires the major part of three months' 
time for the board, and demands extreme care." 
1./ Albert L. Rowland, 11 The Proposed Teacher Examination Ser-
vice, 11 Proceedings of' the Seventy-Ei hth Annual Meeti n • 
National Education Association of the United States 0 
Jul 1 0 , Vol. 7 , p. 339-3 3; John R. Emens, National 
Teacher Examinations; with Suggestions for Their Improvement 
in Ways that Will Prevent Certain Uni'avorable Results," The 
Nation's Schools (February, 1947), Vol. 39, No. 2:47. ---
E/ George D. Strayer, Director, Report of a Survey of the 
Public Schools of Boston, Massachusetts. City of Boston 
Printing Department. Boston, 1944, P• 920. 
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Number of examinations.-- The number of written 
examinations required from a candidate for one teaching 
position ranged from one to six, depending upon the 
particular school system and teaching level. Three cities 
required examinat ions in one subject; seven cities in two 
subjects; two cities in three subjects; one city in four 
subjects; and one city i n six subjects. Two other cities 
stipulated that applicants (1) for elementary school 
positions had to take examinations in four subjects, and 
(2) for secondary school positions three subjects. Finally, 
one city required examinations in four subjects for 
elementary school positions, and in five subjects for 
secondary school positions. 
NQmber of applicants.-- The number of applicants who 
took the required written examinations annually in the 
seventeen cities is contained in Table 16. 
108 
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Table 16. Number of Applicants Who Took the Required Written 
Examinations Annually in the Seventeen Cities. 
Baltimore 
Boston 
Cambridge 
. Chicago 
Elizabeth 
- · Lowell 
Lynn 
Newark 
New York 
Paterson 
Philadelphia 
Providence 
Name of City 
St. Louis 
Somerville 
Syracuse 
Washington, D. C. 
Worcester 
Number 
of Persons 
100-500 
200 
Not Specified 
Not Specified 
50-80 .. 
100 
Not Specified 
400-500 
Not Specified 
50-75 ' 
1000:-2000 
80-300 
200 
50 
Not Specified 
700 
Not Specified 
The percentage of failure among these applicants in 
seven cities ranged from approximately ten percent to sixty 
percent, with three of the cities specifying forty percent. 
Two cities had no failures because candidate a were listed 
~ 
in the order of their excellence. Another city stated that 
"the plan is to eliminate the lowest third in the longer 
lists." Seven cities omitted answers in regard to failures. 
Failure to pass the written test eliminated a candidate 
from further consideration in that particular examination in 
twelve cities. Such failure did not bar a candidate in five 
v 
cities, but of these, two cities had no failures because ap-
plicants were listed in the order of their excellence. 
I 
I 
~J ~~~~~~- ~-c~-==--== l Reasons !..Q! written examinations.- Only thirteen of the 
j seventeen school systems that required candidates to take 
I written examinations gave reasons in support of such a re-
quirement. The names of these cities and their reasons follow. 
Baltimore:- Legal requirement; to prepare graded 
lists on an objective basis. 
Boston:- To set up competitive lists. 
Chicago:- To check scholarship. 
Elizabeth:- To give applicants a better chance to 
set forth their abilities; to organize 
data about candidates; to help procure 
the best possible teachers. 
Lowell:- To set up an eligible, impartial, non-poli-
tical list of candidates. 
Newark:- To test applicant's knowledge of major area; 
to serve as a first screening. 
New York:- Applicants come with varied preparation; 
since the examinations are open and com-
petitive, uniform written tests are in-
dicated. 
Paterson:- To determine adequacy of bas:lc ·knowledge 
i n subject matter and professional fields . 
Philadelphia:- To determine ability of candidates to 
· organize knowledge; attitudes; specific 
subject attainment. 
Providence: - To discover cultural, educational, and 
. professional background. 
St. Louis:- To find out what candidate knows. 
Syracuse : To screen out the incompetents and to 
give a rough ranking of the others. 
Washington , D. C.:- To test characteristics not 
tested otherwise. 
A perusal of these reasons revealed that in the majority 
of the cities the written examination was considered to be an 
important instrument in measuring knowledge of subject matter 
and educational theory . The fact that so many of the larger 
cities with nUmerous applicants required them to submit to 
written exam~nations indicated that such examinations were of 
value as a screening device to eliminate those whose intelli-
gence or subject matter knowledge was below a prescribed 
110 
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minimum. The use of the written examination where the ide nti-
ty of the competitor was concealed from the rater provided an 
impartial rating of candidates, with resultant elimination of 
politics and other improper influences. Only one city assert-
ed that the identity of the candidate's written examination 
was not concealed from the rater . 
"Without in any way reflecting upon the 
honesty or inte,gri ty of the examiners, tt wrote 
J. B. Probst,1/ "it is a fact that where the 
identity of the competitor is known to them , 
the personal element will unconsciously influ-
ence their judsnent. Any test system that 
allows considerable latitude for an examiner's 
judgment is to that extent an element of danger . " 
No city made any mention of the administrative advantages 
possessed by the written tests over oral and performance tests 
2/ 
These advantages follow.- The written examinations are much 
easier and more economical to administer . They can be given 
to a larger number of persons simultaneously, t hus saving the 
time of the examiners. In general, they are easier to evaluate 
objectively and the technical proficiency required for rating 
is usually less, although not always . According to Doctor 
Louis Marks, former chairman of the New York City Board of 
d.l 
Examiners, 11 Of all the steps in an examination, the written 
g/ William E. Mosher , and J. Donald Kingsley, op . cit ., p . 167 
168. 
21 Louis Marks, op . cit ., p. 109. 
ll l 
I 
I 
lJ 
I' 
I 
I 
I 
I, 
II q 
I 
,, 
l) 
II 
test is most reliable and satisfactory as a uniform measuring 
instrument because the findings are always reviewable. This 
is not possible in the interview or other personal tests, ex-
cept the one dealing with record." 
Various objections have been advanced against the use of 
written examinations. Doctor Louis Marks summarized some of 
!I 
them in the following list. 
111 . It has little relation to the thing one 
wishes to measures, i. e. ability to teach or 
ability to perform certain duties required in a 
given position. 
11 2. It puts too great premium upon theory, 
facility in written expression, bookishness, 
rather than action, personality, character, etc. 
11 3. It lends itself too readily to special 
preparation just for the particular examination 
conditions: i. e. it encourages 'cramming' or 
1 coaching. 1 
'
14. It tends to emphasize memory rather than 
understanding. 
11 5. The rating of the answers is subject to 
too wide a difference of subjective judgments. 
!'If we balance the pros and cons concerning 
the use of the written examination, we find that 
for practical purposes it is best not to discard 
this instrument in an examination procedure until 
it can be shown that there is a better way to 
accomplish the purpose of selection of personnel 
for a public school system. 
"To meet some of the criticisms against the 
written examination, students of the subject have 
made considerable effort and pro~ess. The best 
results seem to be in the direction of improving 
its reliability rather than in relinquishing it 
altogether. Many of the serious faults can be 
overcome or minimized, and it can also be shown 
1/ 
I\ 1/ Ibid., P• 78. 
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-1 that same of the objections are unfounded." 
' 
I 
"A poorly devised and poorly administered 
written examination system," said the Research 
I ~ivision of the National Education Association,1/ may be far worse than none at all. Such a sys-
1 
tem is likely to encourage teachers to became 
'credit chasers 1 rather than students of teach-
ing. Those who go through the motions of pro-
fessional growth may pass better examinations 
than those who actually do superior teaching. 
These unfortunate outcomes and a general !over-
ing of teacher morale are likely to result 
under a poorly administered written examination 
system. Unless a school system is able to do the 
job well, it would probably do better to have 
no written examinations for selecting and pro-
moting teachers." 
The District of Columbia School Survey Staff, after re-
viewing the work load carried by the examining boards in the 
2/ 
District, pointed out · as follows.-
" •••• During the year (1947-1948) the number 
of separate examinations prepared by the board 
of examiners for the white schools amounted to 
75 •••• The question may well be raised whether 
the volume of work represented in the prepara-
tion of examination materials is commensurate 
with the limited number of applicants who take 
many of the tests. The report for the past year 
shows that for each of the 75 examinations in 
the professional field, an average of 3 candidates 
took the examination, and an average of 2 persons 
received a passing grade. In 44 of the examina-
tions only 1 candidate was present , and in 55 
examinations not more than 2 persons took the 
test •••• 
"There were 43 separate examinations (for ! 
the colored schools) in the professional field. 1 
In 25 of these examinations there we re either I 
one or two candidates. 
1/ National Education Association, Research Division, Prac~ I 
tices Affecting Teacher Personnel. Research Bulletin, Vol. VI, I 
No . 4, September , 1928, Washington, D. c., p. 223. 
g/ George D. Strayer, Director, The Report of a Survey of the 
Public Schools of the District of Columbia. u. s. Government 
_l Printing O~fice. Washington, D. C., 1949, p . 87:-88; p. 94. __ _ 
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•••• Ample evi dence has been offered to 
demonstrate the ineffe ctiveness of the present 
system of examinations to insure any adequate 
supply of well-qualified teachers for the 
schools of the District of Columbia •••• 
"The use of the term 'procurement agencies' 
as descriptive of the function of the boards of 
examiners is by no means an accurate characteri-
zation. This is obvious when it is observed that 
during tbe first month of the pre sent year only 
one new teacher was employed from the regular 
lists established by examination for every five 
new teachers employed on a temporary basis inde-
pendent of the lists certified by examination. 
"Any system of licensing teachers by exam-
ination which falls short pf providing well-
trained personnel in sufficient numbers to meet 
reasonably adequately the annual teacher turn-
over is not a satisfactory administrative device 
for this important function." 
Among the recommendations regarding tea cher personnel 
made by the District of Columbia School Survey Staff were the 
1/ 
following:-
11Di scontinue all formal written examina-
tions for the selection and licensing of teachers 
for a period of years. 
11 Some extreme administrative measures must 
be taken to overcome the continuing shortage of 
well-qualified teachers •••• Emergency measures 
are necessary. 
" •••• There are two phases of this problem, 
both of which command attention. The present 
system of examinations serves only to fortify 
an unfortunate system of in-breeding. Negatively, 
it makes extremely difficult the development of 
any plan to bring promising teachers from other 
cities or communities to Washington." 
Authorities in the field of teacher selection are careful 
to point out that written examinations "can and should be used 
1/ Ibid., P• 118. 
_j ___ · 
as a phase of teacher selection, but! not as the sole basis for 
1/ 
selecting teachers •••• ,.-
Restating an earlier stand, the Research Division of the 
2/ 
National Education Association declared:-
"Few would defend the written examination 
as a sole basis for selecting and promoting teach-
ere. In the hands of an expert in personnel ad-
ministration, with adequate time properly to 
devise and administer this instrument, the written 
examination may be of considerable value. But even 
at its best, it is but one of several means of 
measuring and ~timulating the professional growth 
of teachers." 
Doctor David G. Ryans made the following assertion: 
" .••• While examin5-tions will estimate what a 
candidate knows, they will not reveal directly 
his skill in the presentation of subject-matter, 
his teaching personality, his integrity of charac-
ter, and many other traits. A successful program 
of teacher selection will use examination results, 
but it will use them Wisely in combination with 
other significant information." · 
2.1 
In response to the question, ''If the examination cannot 
measure teaching ability, why add the examination to the 
:E/ National Education Association, Research Division, Teacher 
Personnel Procedures: Selection and Appointment. Research 
Bulletin, Vol. XX, No. 2, March, 1942, Washington, D. c., p.6g. 
2.1 David G. Ryans, "Notes on Teacher Selection: Sources of In-
formation about Qualifications of the Candidate 11 Educational 
Administration and Supervision (September, 1946), Vol. XXXII, 
No. 6:338. 
present bases of selection?'' Professor Ben D. Wood wrote as y 
follows: 
"It is because examinations can and do 
measure essential elements of teaching ability 
more accurately and economically than they can 
be measured by any other presently known devices 
or methods. The physician is interested in main-
taining and improving the health and prolonging 
the life of the patient. He knows that the 
thermometer and stethoscope do not measure 
health or longevity, but every good physician 
uses the thermometer and stethoscope because 
they give him some useful information about the 
patient which cannot be so easily and accurately 
secured by any other known means . 
" •••• we should avoid the naive error of 
judging the validity of such tests in terms of 
their correlation with available criteria of 
teaching success •••• The validity of the examin-
ations should be judged by the accuracy with 
which they measure not the total complex of 
teaching ability, but those parts which they are 
desi~1ed to measure, namely , intelligence 
(linguistic and quantitative), general and spe-
cial cultures of the types judged desirable by 
the teacher-selecting authorities, and profes-
sional info rrna tion •••• 11 
Examination fees .-- The conduct of examinations involves 
planning, announcing, handling applications, preparing, admin-
istering, and scoring tests, appraising candidates' back-
grounds, interviewing applicants, and issuing employment lists. 
In an effort to make up some part of the costs incurred in the 
performance of these functions, several cities (Boston, Newark, 
and New York) required applicants who took the written examina 
tions to pay a fee. A five dollar fee was charged in Boston 
and Newark and approximately two-tenths of one per cent of 
salary for initial year in New York City. The fees collected 
1/ Ben D. Wood o • cit., P• 335-33~ 
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in Boston and New York were deposited in the City Treasury 
whereas the fees in Newark were retained by the Board of Edu-
cation. Five other cities (Cambridge, Elizabeth, Lynn, Provi-
dence, and Worcester) specified that applicants paid fees in 
connection with the National Teacher Examinations. In Provi-
dence, the School Committee paid the cost of these examinations 
. 
for all Providence residents. Non-residents paid the full costs 
themselves. This is indicative of the preference extended to 
local candidates. · 
The following arguments have been advanced by New York 
City school authorities in favor of charging an entry-fee for 
1/ 
examinations to serve as teachers.-
"We can find no State, City, or Department 
law or by-law that forbids the collection of fees 
to cover the . cost of reading and rating. There is 
no compulsion that forces anyone to enter these 
examinations. All applicants enter of their own 
free will with the purpose of financial and pro-
fessional gain •••• 
"To ask each eligible person who aspires to 
fill one of these positions to pay an examination 
fee •••• to cover part of the expense of conducting 
and completing the examination that the candidate 
desires to enter , seems an altogether defensible 
proceeding. 
''Were such a plan adopted, the 35,000 annual 
applicants might furnish an annual income to the 
Board of Education ranging from $50,000 to $300,000, 
depending upon the scale of fees to be adopted by 
the Board of Education, and, if the latter figure 
1/ Board of Education, The City of New York, Thirty-Third An-
nual Report of the Superintendent of Schools for the Year 
Ending June 30, 1931, February 27, 1932, New York, p. 478-479. 
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were approximated, the work of examining candidates 
for teachers' licenses might become almost wholly 
self-supporting. 
"With the charging of an entry-fee, it is 
reasonable to suppose that the number of annual 
applicants would drop appreciably. This is as it 
should be, because there is objective evidence 
that each year there are several thousand wholly 
unprepared candidates who enter the examinations 
'on a.·  chance' in the hope that the examination 
they take may cover just the half-knowledge that 
they possess. 
"There are also several thousand partially 
prepared candidates who enter examinations 'for 
practice' or as a means of having their advance 
toward ultimate fitness me a sured free of charge. 
"With the collection of an entry-fee, the 
unprepared or partially prepared persons who 
enter an examination 'on a flyer' or 'for prac-
tice' would pay, as they should, for the con-
ducting and rating of their tests, while the 
persons who pass will have no grievance at se-
curing a highly desired position at the cost of 
approximately one day's pay. 
"It might be mentioned, in passing, that 
applicants for admission to the bar must pay 
an examination fee of $20. This is true in other 
examinations intended to establish professional 
status, such as, in medicine and accountancy." 
il 
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Kinds of examination questions.- Various kinds of ques- ~~ 
tions were employed in the written examinations. Thirteen 1 
cities made use of both objective and essay types. Four cities 
relied ·exclusively on the objective or short-answer type.In 
discussing these forms, Doctor Dorothy c. Adkins wrote the 
1/ 
following: 
"In free-response (essay) test items, sub-
jects are asked questions in which they have 
1/ Dorothy c. Adkins, op. cit., p. 5-7. 
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relatively unrestricted freedom in expressing 
answers as they think best. On the other hand, 
in limited-response (objective) items, the sub-
jects may be limited to choice among or manipu-
lations of' several suggested answers or answer 
elements •••• 
"The terms 1 free 1 (and) 1 limi ted 1 •••• apply 
only to the expression of the answer, or, more 
specifically, to the form in which the answer 
may be expressed; they do not apply to the men-
tal processes involved in arriving at an answer 
•••• It thus should be clear that consideration 
of items as free-response or limited-response 
represents an arbitrary grouping in terms of the 
relative freedom allowed in expressing the answer. 
"Large- scale test development projects are 
confined almost entirely to tests of the limited-
response type. This form, as against the free-
response form, has the advantage that the scoring 
can much more readily be made objective and reli-
able, so that a subject's responses yield the 
same s core when they are evaluated by differe.nt 
persons and so that a subject obtains the same 
relative score when he takes comparable tests or 
tests designed to yield equivalent results •••• 
"Essay tests, no matter what their merits 
may be , are commonly considered impractical if 
tbe number of subjects is at all sizable, because 
of the great difficulty in scoring them reliably 
and because of the time required to score them •••• 
"As contrasted With essay tests, objective 
tests have the advantage of permitting a much 
broader sampling of the know±edg~ and aptitudes 
that it is desired to test." 
1/ 
One authority- concluded her discussion of essay te s ts and , 
such forms of the objective tests as simple recall, completion, 
matching, true-false, and multiple choice items with the 
following statement: 
II ]/ Alice C. Klein, op . cit., p. 150-151. 
=---o===~=~~~-- ----
I! I ,, 
"Each of these two general types of written 
examinations has its firmly devoted supporters. 
One school of thought not only sees no advantages 
in the essay type of examination, but assigns no 
prac t ical limits to the possibilities of the short 
answer type. The other school believes that the 
short answer examination is useful only for test-
ing factual knowledge, and that therefore it has 
value only to a limited degree and in relation to 
lower grades of positions. A group which stands 
midway are those who either combine the two types 
of questions in one examination to test different 
quali ties, or who use the short answer examina-
tion;- .as an eliminant and supplement it With essay 
questions--carefully prepared and scored--for those 
who pass the original test, or for those who are 
applying for higher grades of positions. In balanc-
ing opinion on the short answer versus the essay 
examination, as also in weighing the assets and 
liabilities of assembled and unassembled examina-
tions, it must be noted that the weight of opinion 
of test technicians is probably on the side of the 
more objective tests-the assembled examination 
and the short answer written test. 
"A few civil service agencies attempt to 
capitalize the value of essay questions and avoid 
their liabilities by including one or two essay 
questions as a supplement to a short answer exam-
ination, omitting to grade them, but using re-
sponses to them as a basis for discussion in oral 
examinations. 
"It is apparent to persons who have worked 
with either type of written examination that a 
vast amount of further experimentation needs to 
be done with both types of test, particularly as 
applied to professional, administrative, or 
executive positions." 
Preparing the examinations.-- The preparation of the 
questions for the written examinations was entrusted to per-
sons holding various positions both from within and without 
the particular school system. Table 17 shows the positions 
held by these persons. 
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Table 17. Positions Held by Persons Who Prepared 
Written Examination Questions. 
Positions 
Assistant Superintendents, Directors, 
Principals (Within OWn School System) 
National Committee on Teacher Examinations 
Classroom Teachers (Within OWn School System) 
College Professors (Outside Local School System) 
Local Teachers College Pro-
fessors· {Within OWn School System) 
Director of Tests and. Measurements 
Number of 
Times 
Reported 
11 
7 
6 
4 
3 
1 
"The planning of achievement test development ~rojects," according to Doctor Dorothy c. Adk1ns,1/ 
'ideally should provide for close cooperation be-
tween test technicians and subject-matter specialists. 
The term •test technician' is used herein to refer 
to a person who knows the basic principles of per-
sonnel measurement, the most practical techni.que~ 
of appraising many types of traits or abilities, 
and appropriate methods for determining whether 
measuring devices do, in fact, ' serve the purposes 
for which they were designed. It is not likely that 
he has had any extensive training or experience in 
each of the many areas for which tests are made •••• 
He usually would be helpless aJ. one in a hiePlY 
specialized field and Should never be so self-confi-
dent as to attempt to develop a test in such a field 
without expert assistance. 
"The subject-matter specialist, to be useful on 
a test-construction project as a subject-matter -spe-
cialist, should be a person who normally does or 
could earn his living as a worker in the field of his 
specialization and in a higher-level position than 
the grade for which the test is planned. He should 
know the subject matter or content of his field thor-
oughly and should understand the knowledges likely to be 
used and problems encountered in various classes of 
positions within his field. He need not be, and only 
rarely. becomes, as thoroughly informed regarding the 
1/ Dorothy c. Adkins, op. cit., p~ 2-3. 
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testing field as the test technician must be •••• 
'~he process of constructing a test is ideally 
a cooperative enterprise, involving, on the one hand, 
the j udgment of subject- matter specialists as to the 
field and content of each i tem, and, on the other hand, 
the judgment of a test analyst as to the form and t e ch-
nical merits of each item. It is recommended that in 
soecialized fields each item be prepared in its ori-
ginal version by a subject-matter specialist and that 
it then be scrutinized for technical defects by a 
specialist in test techniques. It must be remembered 
that an item which is in a proper field and which 
covers an imoortant skill or fact or judgment may 
still be unsuccessful in discriminating between com-
petent and incompetent persons if the item is am-
biguously expressed or i f, as a concept, it is either 
too familiar or too unfamiliar to the group being 
tested. t 11 
The following comment about the character of the written II 
I examinations in Boston was made by the Boston School Survey 
1/ 
Staff.-
!I 
jl 
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" •••• Each candidate f or entrance into the teach-
ing service takes a major written examination tbree 
hours in length, and two minor written examinations 
each one hour and a half i n length. Most of these 
examinations are of the essay type. Examination ques-
tions are submitted in sets by expert teachers in the 
Boston schools. They are edited by the Board of Ex-
aminers , and scored by the teachers who constructed 
the test originally. In scoring, all papers in a 
given examination are read, first horizontally, ques-
tion by question for all papers, and then vertically, 
each paper as a whole . Since the same teachers pre-
pare the same examinations year after year, there is 
a strong tendency toward standardization in difficul-
ty and i n marking. However , the unreliability of the 
essay type examination, even in expert hands, is so 
well known that it is the considered opinion of the 
survey staff that the number of new type objective 
tests used should be greatly increased. In view of 
the difficulty in constructing and standardizing such 
tests, the survey staff is of the opinion that the 
Board of Examiners should use, in so far as practic-
, 1/George D. Strayer, Director, Report of a Survey of the Public 
Schools of Boston. Massacbusetts. City of Boston Printing 
Department. Boston, 1944, p. 922. 
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able, the National Teachers' Examination service. 
This step would reduce greatly the number of essay 
type examinations now given . It would free the mem-
bers of the Board of ExaminePs for other important 
duties, including the construction of new type ob-
jective tests in areas not now covered by the 
National Teachers' Examinations." 
"We recommend that the written test be more 
thoroughly validated. Since it is not practicable 
to pre-test questions among a large group, we 
recommend that the Board make it a general practice 
to require that (assistant) examiners answer, under 
examination conditions, those questions which they 
will later rate. The answers could serve as a basis 
for standard answers, where the questions remained 
unaltered; unapparent difficulties and possibilities 
for misinterpretation would very likely be revealed; 
and a reliable gauge of time needed for answering 
the questions would be established •••• 
"According to our information it is present 
practice t o have but one (assistant) examiner pre-
pare the standard answer to a auestion. Since the 
standard answer makes the basic measure by which a 
question is rated, we believe this puts too much 
responsibility upon one person--even though the 
standard answer is submitted for approval to an 
examiner, and even though it may be altered as 
rating goes on.The importance of the standard answer 
warrants drafting the ability of two specialists in 
its preparation. 
"We recommend that the independent judgment of 
at least one outside expert be consulted before the 
final draft of a written test is approved. This prac-
tice appears to us to have the value of bringing in 
a fresh viewpoint and accomplishing better balance of 
:
1
1./ New York Teachers Guild, For a Better Teacher Examination 
1 System: The Guild Recommends . Mimeographed<, New York, June, 
1939 J P•~l~4-;:;1~7~·~========~c====== 
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judgment. 
"After the test, the Board should solicit 
systematically the critical opinion of numerous 
exoerts and of candidates •••• This body of opinion 
should serve as validating material in the con-
struction of the next written test for the same 
license •••• 
"Because of the keen competition for many 
licenses, and the necessity of eliminating can-
didates, the Board makes its written tests for 
those licenses difficult. Short answer tests in 
particular, and frequently free essay t ype ques-
tions, have called for knowledge generously be-
yond what worthy and well prepared candidates 
might reasonably be expected to possess in order 
to qualify for the license sought. Trivial bits 
of abstruse information, meanings of words seldom 
used and of inconsequential value, fine points of 
usage also of inconsequential value, and essay 
questions of great difficulty, are often included 
in these tests. 
"The Board's point of view •••• is that highly 
difficult questions must be interspersed with the 
rest so as to distinguish the very superior type 
of candidates, and to arrive at a good distribu-
tion of scores. 
"our Committee holds that the consideration 
of the validity of all items on the test deserves 
precedence over consideration for a broad distri-
bution of scores •••• 
11 To make less strenuous and tense-not less 
thorough-the preparation for the written test, we 
recommend a wider choice of questions; fewer ques-
tions to answer; more emphasis on power, logical 
organization, and intelligence than on memory; less 
emphasis on pedantic scholarship; and more emphasis 
on the duties of the position sought. 
"The type of preparation that conscientious 
candidates engage in is anything but elevating. They 
give nights and days and holidays to cramming nam.es 
and dates and other trivia; and they gorge themselves 
with mnemonics and canned answers. Such preparation 
is conditioned in measure by what candidates have 
learned to expect on written testa. 
I 
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"No written test should be scheduled for more 
than four hours on any one day; and no written test 
should be held in the late afternoon. 
"we recommend a system of double-reading written 
test papers. An independent rereading increases the 
objectivity of the rating and the reliability of the 
score •••• 
"In most examinations the written test is of 
critical importance, for by its results more candi-
dates are eliminated than by tbe results of any 
other test. 
"The Municipal Civil Service Commission reads 
papers twice; the Federal Civil Service Commission 
reads papers three times. 11 
'I 
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Scoring the examinations.-- The National Teacher Examina-
tions, required by five cities, were scored in the office of 
the Educational Testing Service . Of the two cities in this 
group that gave tests in areas not included in the National 
Teacher Examinations, one specified that the scoring was done 
by the same persons who prepared the questions, and the other 1 
asserted that the grading of the papers was done by persons 
other than those who formulated the tests, In nine other 
cities, the written examination papers were graded by the same 
individuals who prepared the questions. The scoring of the 
tests in two other cities was entrusted to people who had not 
formulated the questions. Both types of persons were employed 
in another city to grade the examinations. In all cities, ex-
cept one, the identity of the candidate ts written examination 
paper was concealed from the rater. 
Setting the passing~.-- Opinion differs relative to 
the time at which the passing mark of the written examination 
121) 
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should be set. (The term "passing mark" was commonly used by 
the group st~died.) Nine of the seventeen cities that required 
written examinations specified and announced the passing mark 
in advance of the examination. This procedure is based on the 
belief that the applicants have a right
1
fo know the passing 
mark prior to entering the competition. 
If the passing mark for a given examination has been set 
at 70 on a scale of 100, this means that all persons who have 
made a "raw score" of 70 or above are eligible for appointment, 
either in the order of their scores or as a group. This method 
of setting a minimum percentage to be obtained involves no 
relation to the prospective needs of a particular school sys-
tem. Difficult tests may result in lists inadequate to meet 
the requirements of the appointive agency. Easy examinations 
may produce excessively long eligible lists or registers. In 
such a case, the services of many persons on the list would 
not be needed. This could result in (1) public opposition t o 
the entire system or to the appointing agency; and (2) efforts 
to secure appointments other than upon a strict merit basis. 
Advance knowledge of the passing mark may influence the scor-
ing of the examinations. At a time when the demand for teach-
ers is great and the supply relatively short, readers of the 
tests tend to be liberal in their passing marks so that suf-
ficient candidates will be available to meet the need. When 
the specific passing mark is not known in advance, the test 
17 Louis Marks, op. cit., p. 86. 
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readers tend to be more impersonal ru1d cosequently , more exact 
in scoring the examinations. 
On the other hand, four cities that required written 
examinations set the passing mark after the results of the 
written tests had been ascertained . This method makes possible 
adjusting the length of the eligible lists to the needs of the 
schools. 
"such a pqlicy •••• , 11 in the words of Professor 
I. L. Kandel ,11 "means that the Board of Examiners 
surrenders its duty to develop reliable and compara-
ble standards of fitness •••• The failure to establish 
a passing mark comparable from examination to exam-
ination and the legal requirement (New York City) 
that all candidates on an eligible list be appointed 
before proceeding to another eligible list which may 
include more able candidates inevitably violates the 
original aim of the merit system •••• Suitable and com-
parable standards must be maintained (from examina-
tion to examination for the same license); they can-
not be maintained if the passing grade is ma..de de-
pendent upon tre quality of the candidates at any 
given examination •••• If • • •• the economic situation 
should some day become such that able candidates 
would be drawn away from teaching to other occupa-
tions, would an educational system have to be content 
with passing grades determined by those of lesser 
abilities? Despite the time and cost involved it 
would be far better to determine on a standard Which 
is comparable from year to year and to have an exam-
ination repeated rather than to allow 'bad money to 
drive out good . ' This is what a merit system should 
mean . " 
In a discussion of the approaches to the problem of de-
I 
1/ 
II j_27 
c~ding a passing score for a particular test, Chief Examiner I 
Donald J. Sublette, Detroit Civil Service Commission , mentioned II 
l 
I 
1/ r. L. Kandel, op . cit., p . 32-33; p . 73-74. 
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among others, "the determination of the approximate number 
of eligibles that will be necessary to fill the anticipated 11 
needs for personnel. Considerable care should be taken, however·, 
to see that the passing point is not fixed be+ow a reasonable j' 
standard. For many examinations, it is reasonable to assume 'tha !j 
the average or median score represents the dividing line betwee1 
the better and poorer applicants. This median score can with 11 
some logic be fixed as the passing point." ! 
The four remaining cities that required written examina-
tions made no specific reference to their policy relative to 
the time at which passing marks were ret. 
Comparability of successive written examinations.- As we 
2T 
have already seen,- one criterion of a good examination is 
comparability. In a discussion of test criteria, Professor 
21 
I. L. Kandel wrote that "the results should be comparable, 
that is, the same standards should be maintained from year to 
!±I 
year." According to Doctor Dorothy c. Adkins , 
"Tests which are so similar that trey can be 
used interchangeably -and yet are not identical are 
variously considered to be equivalent, comparable, 
alternate, or parallel forms of the same test. In 
a large-scale testing program, interChangeable tests 
may be needed for two purposes: 
1/ Civil Service Assembly of the United States and Canada, 
Readin~s in Public Personnel Administration. Chicago, 1942, 
P• 86- 7. 
gj Page 99. 
21 I. L. Kandel, op. cit., p. 63. 
1/ Dorothy C. Adkins, op. cit., p. 202-203. 
"(1) To compare tre results of a test adminis-
tered to different groups of individuals at different 
times. 
"(2) To compare the results of a test given to 
the same individuals more than once. 
11 Comparable forms of a test are needed for the 
first purpose in order to minimize the effects of 
leakage •••• A person may apply for the same exanina-
tion more than once. If he is given the identical 
test twice, it is highly probable that for most 
types of tests his score on the second administra-
tion would be higher than his sco r e on the first. 
Thus he would be given an unfair advantage over com-
petitors taking the test for the first time. Com-
parable forms of the test are therefore needed in 
order to minimize practice effects. 
"One important condition for the comparability 
of t wo forms of a test is that they test the same 
functions. Tests that look alike do not necessarily 
test the same fields of knowledge and aptitude. 
Whether tests that have the appear ance of compara-
bility are in fact sufficiently highly correlated 
to be treated as intercharigeab l e can be determined 
only by experiment •••• " 
II 
I 
In answer to the query, "What effort is made to establish 11 
comparability as to difficulty in suc cessive written examina-
tions?" t wo cities replied that use was made of a varying per-
centag e of previous examination questi ons; seven cities (in-
eluding one of the preceding two) tha t special instructions 
we r e given to assistants who prepar ed questions; and five 
cities that the National Teacher Exa"!l inati ons v.e re used. One 
city made no effort to establish comparability. Two cities did 
not reply. One city declared that its tests we r e "too new as 
yet to determine. 11 
The following comment concerning repeated use of test 
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items was made by Doctor Dorothy c. Adkins: 
"In the educational world, test questions are 
sometimes used more than once. Scores tend to be 
higher on the second administration of a test. Per-
haps in colleges repeated use is not very serious, 
since a course mark usually does not depend on one 
examination alone and since a mark in a single 
course may be of no great moment. Institutions that 
are placing dependence on comprehensive exmninations 
and little if any on course marks, however, are in-
creasingly folloWing the practice of using test 
questions only once. The problem of maintaining the 
confidential nature of examination materials is even 
more urgent for civil service testing. There may be 
organized efforts on the part of 'cram schools' more 
commonly than is realized to obtain access to exam-
ination items used. Competitors can remember a few 
items in detail and the general nature of the content 
unexpectedly well. Whether or not this factor would 
give any odds to these competitors or their friends 
if the same i terns were repeated, some mernter s of the 
public might think there would be an advantage. A 
civil service agency better maintains the support of 
the public if it can give assurance that no appre-
ciable advantage could accrue to any competitor 
because of previous use of items. 
"This does not mean that once an item has been 
used in a civil service test it should never be used 
in another. There are, after all, thousands of items 
in civil service tests. It does mean, however, that 
in general large numbers of items should not be re-
used in the same combinations and that items should 
not be reused until after a period of time has elapsed. 
Perhaps as a general rule not more than five items 
from any one test should be used together in another 
best and none should be repeated until, say, two 
years bave passed. This suggested guide is intended 
to apply primarily to new tests that are expected to 
be exposed to competitors in the same general geo-
graphical areas in which the earlier tests were used 
or to some of the same competitors who took the 
earlier tests. It should not be interpreted as ruling 
out the possibility that a repeated test may be 
better than no test at all. Nor should it preClude 
carefully controlled experimental tryouts of new tests. 11 
1/ Dorothy C. Adkins, op. cit., p. 14-15. 
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The non-availability of the s:re cial instructio·ns or 
directions issued to assistants by the boards of examiners in 
seven cities precludes a critical analysis. However, a survey 
of the New York City Board of Examiners contained the follow-
±/ 
ing statement about assistant examiners: 
"The care with vmich the selection of assis-
tant examiners is made is beyond criticism, but the 
selection is not without its difficulties because 
of the responsibility and time involved, and what 
is regarded as inadequate compensation for the work 
involved both in preparing and in rating papers. 
The notion that examiners selected according to a 
practice suitable for setting essay-type ~estions 
are equally competent to construct new-type, short-
answer test s is, however, open to serious criticism . 
Far more is involved in the construction of the new-
type, short-answer tests than the form, and the 
early history of tbeir construction bas shown that 
special skill and training are needed , if objective 
tests are to be valid, reliable, and comparable. 
Such tests cannot be constructed by an examiner who 
kno1NS only his subject-matter or by a ps:y_chologist 
or technician who is versed only in the theory of 
measurement . Form alone does not make the short-
answer tests superior to the essay-type of questions . 
A successful new-type, short-answer test requires 
a considerable amount of careful preparation, far 
more indeed, than the preparation of essay questions. 
To this extent the assumption that a valid, reliable, 
and comparable test can be constructed on the basis 
of the 'Directions' submitted to the assistant ex-
aminers indicates a failure to understand all the 
difficulties and problems of test construction •••• " 
Users of the National Teacher Examination service had 
available for their utilization nationwide norms based upon 
the test scores of teachers-in-training and teachers-in-
service. "Scores of all tests of the Teacher Examination 
1/ I. L. Kandel, op. cit., P• 66. 
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battery," as officially announced, - "are based on a comrn on 
~cale. The results of any one examination may be compared with 
those of any other. Scores on examinations taken in different 
years also may be directly compared. Complete norms are avail-
able annually, revealing the extent to which the samples of 
examinees tend to vary from year to year." 
Pro2er Eng]. ish usage i n_ the written examinations .- Fif-
teen cities declared that special attention was given to the 
candidates' skill in the correct use of English in the written 
examinations. Of these cities, three asserted that a specific 
standard must be attained; three others that special readers 
evaluated the candidates' written English; and four required 
all candidates (except major English group candidates) to pass 
a special minor written examination in English usage. The 
remaining five cities made use of candidates' scores achieved 
on the English Expression test of the National Teacher Exam-
inations. This test covered grammatical usage, punctuation, 
capitalization, spelling, sentence structure, and organization. 
Technical examinations.-- Thirteen of the seventeen 
cities that used written examinations also required candidates 
in certain fields to take some form of what may be designated 
2/ 
as a "technical examination. 11- The purpose of such a test was 
to ascertain a candidate's knowledge and skill, apart 
1/ David G. Ryans, Use of the National Teacher Examinations 
in Colleges and Universities. Teacher Selection Papers and 
Reports, No. 10, National Committee on Teacher Examinations of 
the American Council on Education. New York, June 3, 1947,p. 2. 
g/ John Coulbourn, op. cit., p. 99. 
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from the classroom demonstration of teaching abill ty. Table l81: 
lists the subject matter fields Wherein technical examinations: 
were given. 
Table 18. Subject Matter Fields Wherein Technical Examinations 
Were Given. 
Subject Matter Fields 
Music 
Typewriting and Stenography 
,Arts and Crafts 
Modern Languages 
Industrial Arts 
Physical Education 
Mechanical and Architectural 
Home Ecomomics 
Drafting 
Number of 
Times 
Reported 
12 
11 
10 
10 
10 
9 
8 
6 
1 The nature of the technical examination varied with the 
·1· subject matter. In the giving of these tests, examining board 
I 
I members oftentimes were assisted by specialized personnel 
from within the narticular school system. 
- y 
The following reference to the technical examinations 
I 
It 
used in Syracuse illustrates the need or desirability of such , 
I! 
I 
I 
I 
. 
I 
tests. 
"In the laboratory sciences, music, physical 
training, and industrial arts, performance tests 
were constructed and administered. This was done 
because it was felt that a candidate should not 
only know the content of his field thoroughly, but 
he should himself be able to perform the experi-
ments and the activities expected of his pupils • 
1\ 
/i 1/ Harry P. Smith, op. cit., P• 24. 
II 
II 
·I 
I 
I 
I 
II 
I 
I 
i 
r 
II 
.I 
"Many interesting incidents occurred in 
connection with the performance tests. At least 
three applicants for science teaching posit ions 
required first-aid treatment because of injuries 
in setting up apparatus used in high-school 
chemistry and physics. Some of the applicants in 
the physical-education area were unable to show 
that they could protect pupils from injury who 
might perform badly on gymnasium apparatus. Can-
didates for music positions were required to sing 
at sight and to play with some de~ee of profi-
ciency at least one musical instrument. Some of 
these applicants could not sing at sight readily, 
and others could not perform on any musical 
instrument. It was clearly apparent that a few 
'had no music in their souls.' Members of the ex-
amining staff were impressed With the fact that 
credits sufficient for a teachi ng certificate in 
music could be accumulated With apparently no 
nati ve ability or real mastery of the field." 
/I 
II 
The four cities that did not employ the technical examina~ 
tion were Elizabeth, Lowell, St. Lou~s, and Somerville. Inter- II 
estingly, the se cities did not require applicants to give a 
classroom demonstration of teaching ability for initial ap-
pointment in the school system. On the other hand, approxi-
mately two-thirds of the cities requiring the technical exam-
ination had candidates undergo the practical or classroom 
demonstration test. 
Classroom Demonstration of Teaching Ability 
Extent of classroom demonstrations.--: The classroom 
demonstration of teaching ability may be classified as a 
performance test wherein the work of an applicant in a class-
-.-4.. 
room is observed and evaluated on the basis of certain stand-
ards. Various authorities believe that probably one of the 
best single methods for determining the teaching ability of y 
an applicant is to observe him teach. According to Professor y 
Ward G. Reeder, "In the last analysis, the evidence of qual-
ifications to teach is demonstrated ability to teach; not all 
promising candidates survive this test." 
The advantages of the class teaching test are obvious. A 
candidate may be seen at work; important job factors that can-
not be covered by other tests, written or oral, may be eval-
uated. On the other hand, the observation of teachers at work 
requires much time on the part of selection officials and the 
1/ National Education Association, Research Division, Adminis-
trative Practices Affecting Classroom Teachers, Part I: The 
Selection and Appointment of Teachers. Research Bulletin, 
Vol; X, No. l, January, 1932, Washington, D. c., p. 26. w. s. 
Deffenbaugh, and William H. Zeigel, Jr., op. cit., p. 67; 
John Coulbourn, op. cit., p. 84; Paul B. Jacobson, and Wi lliam 
c. Reavis, Duties of School Principals. Prentice-Hall, Inc. 
New York, 1946, p. 482. 
~/ Ward G. Reeder, op. cit., p. 136. 
expenditure of more money than does any other method of teach-
1/ 
er selection. 
ij The thirty cities with examining boo. rds were asked to 
I I answer "Yes" or "No" to the following question: "Are ap.pli-
IJ 
I' 
·I I, 
' 
I· 
,: 
II 
!I 
;I 
II 
/j 
I 
IJ 
cants required to give a classroom demonstration of teaching 
ability for initial appointment in the school system? 11 Ten 
cities answered "Yes;" sixteen cities, "No." One city (Chicago)11 
declared: "Before any person may be elected as a teacher he II 
shall be required to serve a probationary period of ei ghty 
days on substitute salary, and, on the satisfactory completion 
of such probationary service, his election may date from the 
beginning of the eighty day period. 11 Another city ( Ulwaukee) 
tions. 11 During the period of substitute service, the incum-
bent's teaching ability was evaluated. Two cities did notre-
ply. 
Of the seventeen cities with the written examination re-
quirement only eight asked applica nts to give a teaching 
demonstration. Four of the eight cities (Baltimore, Boston, 
Cambridge. and Syracuse) required the demonstration from all 
appli cants; three of the remainder (Philadelphia, Providence, 
and Washington, D. C.) from only applicants in certai.n sub-
jects, for example, Physical Educat i on, Industrial Arts, and 
Home Economics, and lastly, New York City, from only junior 
' 
I' 
1/ Paul B. Jacobson, and Will iam c. Reavi s , op. c i t ., p. 482. 
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I) 
and senior high school applic ants . Kansas City specified that II 
all applic ants must have had Practice Teaching . Elizabeth I' 
noted that in Nevi Jersey an applicant must have bad Practice 11 
Teaching in order "to be certificated (ten weeks-field time) . " I 
The other two cities in New Jersey (Newark and Paterson) made I 
no such notation. 
Two cities (Albany and Springfield) that lacked the 
written examination requirement demanded a teaching demonstra- ~ 
tion from all applicants . 
Evaluation of the demonstration.-- The evaluation of the 
teaching demonstration was made by various officials within 
the particular school system . Table 19 indicates the nature 
of the positions held by the evaluators in the ten cities that 
required teaching demonstrations. 
Table 19. Positions Held by Persons Who Evaluated the 
Classroom Demonstration of Teaching Ability. 
Positions Number of 
Times 
Reported 
Examining Board or Committee Member 8 
Representative of Examining Board or Committee: 
1 . Head of Department 7 
2 . Director or Supervisor 6 
3 . Principal 4 
Superintendent of Schools 2 
A review of the Table shows that this work was quite 
largely under the control of the board s of examiners. Partie- , 
ipation by the superintendent of schools was in two relatively!! 
.. 1! 3 ... , 1. l 
I 
I 
I 
J[_ 
- !!-small -cities, but in each system examining board meml::e rs 
assisted. The use of representatives may be attributed to 
[I 
,I 
the 
II 
II· 
fact that members of the boards of examiners lacked the time to 
i' 
observe personally the class teaching tests. Careful selection 
of these representatives is essential if the maximum results 
are to be achieved from the class teaching test. 
The number of persons employed to observe and evaluate 
the class teaching test ranged from one in Boston to five in 
IJ Albany. In three other cities (Baltimore, Providence, and 
lj 
I 
I 
I 
I 
II 
II 
Springfield) the individual demonstration was evaluated by 
two persons; in Cambridge, Philadelphia, and Syracuse by 
groups of three persons . Washington, D. c. used two or three 
individuals as evaluators. New York City reported that the num-
ber of evaluators employed varied. 
!.1 
What one authority has written on the interview _applies 
equally well to the demonstration, namely, 
"Other things being equal, the interview may 
be expected to ,yield more useful results if the 
judgment of more than one person is involved. The 
superintendent in the small school system who must 
depend upon his own judgment in a limited interview 
will likely make more 1bad guesses' than will an 
interviewing committee from which a composite judg-
ment may be obtained. Obviously, this will not 
always hold true, but with interviewers of equal 
competency the reliability of the interview will 
increase with the number of interviewers." 
lj 
Moreover , participation by more than one person makes pos-,, 
I 
17 David G. Ryans, Notes on the Selection of Classroom Teach-
ers: The Interview. Teacher Selection Papers and Reports, 
No . 6, National Committee on Teacher Examinations of the 
American Council on Education. New York, October 9, 1946, p. 3.1 
lr)K 
. . 01.. 
sible the use of specialists whose particular knowledge may be 1 1/ 
helpful in certain situations.-
The following recommendation was made about the class 
1\ g/ 
teaching test in New York City: 
!I 
II 
I 
I 
), 
t· 
I 
"In examinations for non-supervisory licenses, 
there should be more than one examiner, as is the 
practice now in examinations for supervisory li-
censes . We have been told by many people who have 
acted as examiners in class teaching tests, that 
they do not feel confident to act alone and that 
tbe y would welcome the judgment of a second or 
even a third examiner. Furthermore, it is unfair 
to allow the fate of a candidate in such a subjec-
tive test to be determined by one individual, 
particularly in a subject where attitudes and 
ideologies may be involved." 
Number of demonstrations required.-- Only one teaching 
demonstration was required from applicants in eight cities. 
A ninth city (Baltimore) asked for two; the tenth city (Cam-
bridge) mentioned no specific number. In six of these systems 
(Boston, Cambridge, New York, Philadelphia, Providence , and 
Syracuse) , the length of time of the demonstration was one 
complete teaching period; in Baltimore, ten bours; and in 
Washington, D. c., one to t wo periods. No particu~.r t ime 
length was specified by Albany and Springfie ld . 
These figures raise the question of how reliable a 
.) measure of a teacher's ability can be secured within a rela-
11 
tively short observation period. A study by Professor A. s . 
Barr dinclosed the low reliability of superv isory observation. 
11 ]/ William E. Mosher, and J. Donald Kingsley, op. cit. , p. 217 ·11 
~/ New York Teachers Guild, For a Better Teacher Examination 
System: The Guild Recommends. Mimeographed, New York, October, 
1946, P • 17-12~ - - -
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1/ 
He wrote as follows: 
"If these supervisors (sixty in number) had 
closed their eyes, stopped up their ears, and had 
then rated these (two) recitations at random upon 
the t we lve items that composed the recitation 
score card used in this demonstration, their ratings 
would have been only 5 per cent poorer than they 
were when rated according to conventional standards 
of classroom supervision." 
w. s . Deffenbaugh and Wi lliam H. Zeigel, Jr. mde the 
2/ 
following statement;-
"The superintendent should also bear in mind 
that one visit is a very brief time in which to 
pass judgment. Many factors which rm.y cause a visit 
on any one day to show the teacher as poorer ~r 
better than she actually is, need to be taken into 
consideration." 
The achievement of valid, reliable, and objective stand-
ards for evaluating the class teaching tes~ is not an ea sy 
task. Evaluators should make every effort to standardize their 
criteria of good teaching and to objectify tbeir judgment 
2.1 
through the use of rating scales and check lists. 
1/ A. s. Barr, William H. Burton, and Leo J. Brueckner, 
Supervision: Principles and Practices in the Improvement of 
Instruction. D. Appleton-Century Company. New York, 1938, 
P• 388. 
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II £,/ W. S. Deffenbaugh, and William H. Zeigel, Jr . , op. cit., I 
1
1. p. 67-68. .. I 
2/ A. s . Barr, William H. Burton, and Leo J. Brueckner, op . j 
I cit . , chapters 9 and 10; David G. Ryans, "Notes on Teacher I 
·
1
, Selection: Sources of Information about Qualif ications of the !/ 
Candidate," Educational Administration and Supervision 
1 (September, 1946), Vol. XXXII, No. 6:341 . II 
II 
II 
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Situs of ~ demonstration.-- Seven cities (Albany, 
Baltimore, Cambridge, New York, Philadelphia, Providence, and 
Washington, D. c.) required all applicants to give a tea.ching 
demonstration before a class in the local school system. Such 
a requirement doubtless kept away some prospective teachers 
who considered traveling to a school system for the classroom 
test as inconvenient or impractical. In the three remaining 
cities (Boston, Springfield, and Syracuse), visits were made 
to the classrooms of candidates who taught in other nearby 
school systems; other candidates were required to give a 
teaching demonstration in the local school systems. This prac- i 
tice of visiting candidates at work in other school systems 
has the advantage of observation in as nearly a normal teach-
ing situation as is possible to achieve. However, there are 
those who feel that the more objective approach is to give a 
candidate the teaching test outside of his own school. 11 Not 
only is it more practical from the examiners' point of view, 
since they can give several successive tests in one school, 
but it is also possible to standardize procedure to a much ).{ · greater extent. , 
The amount of advance time all:owed a candidate to 
familiarize himself with the local school or class before 
whom he was to give the teaching demonstration varied in the 
ten cities. Three cities (New York, Philadelphia, and Washing-
1/ New York Teachers Guild, For a Better Teacher Examination IJ 
System: The Guild Recommends. Mimeographed, New York, October, 
1946, P• 16. . j: 
--=:!-=- c -------_.,.,. -=-- ~-'----=--===- - -= -==-=. - J 
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ington, ~ . c.) a~~o~e:· from forty-five minutes to approxim~te~ 
l y two hours of preparation; two cities {Baltimore and Spring- j 
field), one day; and five cities (Albany, Boston, Cambridge , 
Providence, and Syracuse), as much time as a candi.date de-
sired. Relative to the class teaching test in New York City, 
11 
Professor I. L. Kandel made the following statement: 
"Here the candidate is not in control of 
all the conditions which enter into the test. He 
may, as in the case of the written examination, 
have the knowledge and background necessary for 
the teaching te at, but under the regulations he 
has no knowledge of the school or the class in 
which the test is to be given . He knows that the 
topic which will be assigned to him is to be from 
the course of study, and that the lesson which he 
will be called upon to give has not yet been 
c overed but is one which the class is ready to 
take up. The text or texts, pages, syllabus used, 
and other relevant data are made available to him. 
An effort is made to avoid a class which consists 
wholly of either backward pup,:i:ls or especially 
bright pupils or, if such a class is used, inform-
ation of the fact is given . But he is debarred 
from any opportunity to fam iliarize himself in 
advance with the school or the class in which t he 
test is to be given. Under the circum stance s it 
would be difficult to claim that the conditions 
of the test are equal for all candi dates in what 
is a competitive examination; they are i n fact 
based on a negative rather than a positive princi-
ple , and only help to increase the artificiality 
of the test . 
"It is difficult to understand why candidates 
should not be permitted to spend so,me time in ad-
vance of the test in visiting the school and class-
room where the test is to take place , provided the 
same privilege for the same length of time is open 
to all. A successful lesson can hardly be expected 
in vacuo and vli thout sane knowledge of the pupils 
to be taught; ability to arrive at some judgment 
about a class in advance of a lesson may, indeed, 
1/ I. L. Kandel, op. cit., P• 79-80. 
_)' 
be considered part of the test itself . Since 
the topic of the lesson is not assigned m~til 
an hour or so before the test, candidates would 
have no opportunity to coach pupils in advance , 
if that is the implied objection to all~ving 
them to visit the class in advance. 
"The test itself is on a topic assigned in 
writing, sufficiently detailed and expl i cit so 
that the lesson will not be unsuited to the class, 
and with adequate indication in its formulation 
of the general treatment to be expected in the 
teaching of the lesson. One hour (or an hour and 
a quarter in the case of a science less on) is 
allowed for the preparation of the lesson plan. 
All necessary material that is available is put 
at the disposal of the candidates, but t hey are 
not permitted to use materials which they have 
brought with them . It has been objected that the 
time allowed for the preparation of the lesson is 
inadequate . It is doubtful whether this objection 
is valid; the development of a lesson pl an is not 
infrequently included in written examinations with 
a shorter time allotment than one hour •••• " 
II 
II 
\1 1. 4a 
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The conditions that surrounded the teaching demonstration11 
in New York City -were in marked contrast with those that pre - Jl 
. 1/ 
vailed in Syracuse, as evidenced in the following quotation.-
"But one way remained to see the candidate 
at work . That was to assign him a class period in 
the city schools where he could be observed by 
thre~ members of the staff . The day was set some 
weeks in advance and he was notified of the class 
period or periods he would handle . He was en-
couraged to visit the school and the room to learn 
all he could of the pupils he would handle. He was 
expected to confer vdth the teacher in person or by 
mail to ascertain the specific unit or units being 
handled by the group . This all was done on the as-
sumption that the candidate would appear to the best 
advantage under the circumstances •••• Thi s also gave 
the inexperienced teacher an opportunity to pe r form ." 
Four cities (Baltimore, New York , Philadelphia , and 
Syracuse) supplied candidates with written instructions pre~ 
1/ Harry P . Smith, op. cit . , P • 25 . 
pared by the examining authorities for guidance in presenting 
the teaching demonstration. The remaining cities omitted .such 
aids. 
Critics of the class teaching test in New York City have 
1/ 
pointed out the following:-
11 •••• In practice it is the least reliable 
test in the competitive examination. Consequently, 
its validity is impugned. Of all the tests, it is 
the one in which conditions of testing for dif-
ferent candidates vary most widely. For purposes 
of competitive rating, the lack of correspondence 
in test conditions or factors tends to make the 
evaluation of the class teaching test of limited 
usefulness. The grade and calibre of the class to 
be taught, . the previous preparation and background 
of the pupils, the nature of the assignment given, 
the tone of the school, the conditions under which 
preparation is made, the outlook, temperament and 
teaching standards of the assistant examiner or 
examiners •••• It is the only test in which the can-
didate does not rely exclusively upon his own per-
formance--a factor not to be deprecated, but never-
theless detracting from the objectivity of results. 
"These conditions do not obtain in other tests. 
In other tests the candidate's performance is entire-
ly his own, conditions may be kept fairly constant, 
each candidate may be given a test of closely cor-
responding difficulty, and ratings are by numerical 
evaluation or by checking, both devices to enhance 
objectivity." 
Standardizing testing conditions.-- The conditions under 
which tests, particularly those of the performance type, are 
administered require careful consideration. Every effort 
should be made to standardize the testing conditions as far 
as possible if test results are to be helpful in predicting 
I 
,, 
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I 
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I 
I 
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job performance. "A representative sample of behavior that 
can be compared with that of others," in the vrords of Doctor 
11 
Dorothy c. Adkins, "mus-t be elicited from each competitor." 
In an effort to standardize conditions for the classroom 
demonstration of teaching ability, the differemt school systems II · 
made use of se:veral procedures. Five systems (Baltimore, Phila- q 
I delphia, Providence, Springfield, and Washington, D. c.) chose I 
a "normal" class for the demonstration lessonj two (Albany and 
Boston) selected a "good" teacher's class; two (Cambridge and 
Syracuse ) had all r a ting officials meet in advance of the demont 
stration to standardize their criteria of goocL teaching. The !/ 
tenth city (New York) did not specify the use of any standardi-
zation effort. 
Personal Interview 
Importance .Qf. the personal interview.- In the personal 
interview, the candidate appears before one or• more examiners 
who question him and rate him upon his fitnes ~ · as a whole or on 
specific points. The interview is important be1cause it is in 
many instances the first face-to-face aporaisz:.l of the appli-2/ - 21 
cant.- "And it is true," said Doctor David G. Ryans, "that 
11 Dorothy c. Adki~s, op. cit., p. 246 . 
S,/ The International City ·Managers(:s ,t;ssociatic·n, The Technique 
of Municipal Administration . Third Edit ion, 1947, Chicago, 
P• 208. 
21 David G. Ryans, Notes on the Selection of Classroom Teachers~ 
The Interview. Teacher Selection Papers and Reports, No . 6, 
National Committee on Teacher Examinations of the American 
Co1.mcil on Education. New York, October 9, 19il·6, P• 1. 
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some types of information can be gained only through the face-
to-face situation provided by the interview." According to 
II=~--, 
1/ 
Professor Ward G. Reeder,- "One of the best means of securing 
.; 
1 information concerning the candidate is through the personal 
interview, and there are few instances when teachers should be 
/
employed without having this interview." Superintendent Ervin y 
E. Lewis wrote: "There is no substitute for the personal 
"j_/ 
interview." Former Commissioner Frank P. Graves stated: "A 
personal interview has always been considered essential to a 
wise choice, as in that way one gains much more definite im-
pressions than he possibly can otherwise." " •••• The personal 
interview, if properly conducted," in the words of Profes sor 
4/ 
Dennis H. Cooke,- "is an indispensable technique in teacher 
selection." 
In reference to the II need for the interview in the selective 
process, Chairman Samuel H. Ordway, J r . asserted : 
17 Ward G. Reeder, op. cit., p. 132. 
g/ Ervin E. Lewis, op. cit., P• 138. 
2/ Frank P. Graves, op. cit., P• 196. 
'jj I 
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!±/ Dennis H. Cooke, Administering the Teachinp; Pe.rsonnel. Benj. I 
H. Sanborn & Co. Chicago, 1939, P• 51. 
I 
1
2/ Samuel H. Ordway, Jr., Chairman, Oral 
I
I sonnel Selection. Civil Service Assembly 
and Canada . Chicago , 1943, p~ 8. 
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"As one part of the process of comparing 
the merits of applicants , the oral test seeks to 
appraise personal fac t ors that may v i tal ly affect 
performance on the job . Every empl oyer is con-
cerned with elements of personality and character 
that are l ess easily recorded and weighed than 
education, previous employment, and demons t rated 
skill . " 
"Most test experts, " declared Mrs . Alice C. 
Klein,]/ "seem to agree that the interview as part 
of an examination has proved relatively r eliable 
for identifying obvi ously superior and obviously 
unfit persons . For this reason even i ts severest 
critics usual ly favor i t s use as a qualifying 
. . II tool• ••• 
Said Doctors Wal ter Van Dyke Bingham and 
?:.I 
Bruce V. Moore : 
"Indeed , most examiners agree that for test-
ing essential factors of personal suitability, no 
other technique can entire ly take the place of the 
oral test . " 
The increased use of the personal interview or oral ex-
amination in c,he selection process within recent years may be II 
attributed in part to a recognition of the limitations of 
dl 
written examinations. The personal interview provides the 
chance to check personality factors not measurable by written 
tests or in any other way . The interview or oral test, in the 
·, !±/ 
opinion of various authorities, should be used only to eval-
1/ Alice c. Klein, op . cit ., p. 153. 
?:.1 Walter Van Dyke Bingham, and Bruce V. Moore , How t o Inter-
yiew . Harper and Brothers . New York, 1941 , p . 115 . 
21 Ali ce c. Klein, op . cit ., p . 152 . 
,, 
~/ William E . Mosher , and J . Donald Kingsley, op . cit ., p . 214 ; I 
Samuel H. Ordway , Jr ., Chairman , op . ci t ., P • 37 . 
\! 
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uate those relevant elements which cannot be measured in any_ 
~ - ·. 
other Vlay . 
In turn the interview is subject to certain disadvan-
i tages as a medium of selection. It is time - -consuming, costly 
!I in term 8 of money, and liable to the dangers of 8 ub j e cti vit y . 
\ 
I 
I 
1\ 
Extent and purpqses 2f the personal interview .-- All of 
.·, .. :'. 
the thirty cities with examining boards (except Baltimore and 
Boston) required personal interviews · for all applicants for 
I initial teaching positions in the particular school system . 
These two exceptions used the classroom demonstration of 
teaching ability by a candidate as a substitute for the per-
sonal interview . Of the twenty-eight cities, nineteen had a 
candidate undergo only one interview; eight required on the 
average three interviews; and the remainin& city had no spe-
cific number . 
tion in order to be eligible to take the inte rview test . 
The length of the personal interview varied . In two 
cities the amount of time given to each applicant was fifteen 
minutes; in fourteen cities from f ifteen minutes to one half-
hour; in one city, thirty minutes; and i n three cities from 
one-half to one hour. No uniform time length prevailed in 
eight cities . Sufficient time should be allowed so that a 
==-r-= 
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~- ; e-liabie sample ;,f-..,.; i nt er-;J. ewee 0s- behavior rna y be .;btained. 
1
' An interview of from fifteen to twenty minutes permits only 
the evaluation of a relatively small number of factors and the 
obtaining of limited evidence about them. On the other hand, 
a longer interview, the length of which depends upon the dis-
cretion of the examining authority, makes possible greater 
1/ 
effectiveness.-
In discussing the length of the interview, the Newark 
2/ 
School Survey Staff- pointed out the necessity for some time 
limits but questioned whether any candidate should be either 
passed or failed on so short an interview as fifteen minutes . 
They felt that a minimum time of one-half hour should be given jl 
to each applicant for his oral examination. 
Each city was asked, "What were the main purposes of the 
personal interview?" As an aid in answering, all were supplied 
with a list of nine items and were requested to check each 
applicable item. Table 20 lists these items and the answers 
thereto. One city did not respond. Three cities reported other 
purposes of the interview but failed to specify them. Four 
other cities stated that the interview served the following 
additional purposes: "for superintendent's information, all 
other i terns desirable, to ascertain if a candidate liked or 
1/ Alice c. Klein, op. cit., p. 159. 
g/ George D. Strayer, Director, The Report of a Survey of the 1, 
Public Schools of Newark , New Jersey. Bureau of Publications, 1 Teachers College, Columbia University. New York, 1942, p. 174. 1 
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1 wanted to teach, and character investigation. 11 
!I 
II Table 20. Iviain Purposes of the Personal Interview. 
1\ 
Item 
Appraise Candidate's Personality 
Judge Candidate's Command of Oral English 
Check Candidate's Voice 
Rate Candidate's Physical Appearance and Dress 
Judge Candidate's Mental Alertness 
Evaluate Candidate's Poise and Judgment 
Determine Candidate's Aotitude for Position 
Ascertain Candidate's Educati'onal Philosophy 
Determine Candidate's Range of Interests 
Number of 
Times 
Reported 
27 
23 
23 
23 
23 
23 
22 
20 
20 
Careful planning and controlling of the interview or oral . 
examination are essential to make certain the achievement of 
1/ 
the purposes for which it was designed.-
Conduct of the personal interview.-- Care must be exer-
cised in the choice of interviewers. They should be competent 
2/ 
and strictly objective in their judgment.- Their worth in-
3} 
creases with experience. As has been pointed out, profie ien- ' 
cy in the conduct of the interview is not an inherited, but 
an acquired characteristic. Training is an essential part of 
the interview or oral examination program . Its absence makes lj 
\j 1,/ Social Security Board, Manual of Merit System Administra- \1 
I
I tion. Washington, D. C., chapter 17, p. 3. Jl 
E,/ An extensive list of the qualifications of interviewers 
11 may be found in Samuel H. Ordway, Jr., Chairman, op. cit., 
P• 79-81. 
2.1 William E . li!Iosher, and J. Donald Kingsley , op . cit., p. 218 jl 
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impossible the maintenance of conditions of uniformity and the 
1/ 
achievement of any degree of objectivity.-
Various types of school officials interviewed candidates 
in the twenty-eight cities with the interview requirement. 
Table 21 indicates the nature of the school positions held by 
these persons. Only one city reported participation in the 
personal interview by members of the school board. As noted 
2/ 
earlier,- such participation merits little defense. 
Table 21. School Officials Who Conducted the Personal Interview 
School Officials Interviewing 
Member of Exanining Board or Committee 
Superintendent of Schools 
Specially Designated Committee of School Staff 
Director or Supervisor 
Assistant Superintendent of Schools 
Principal 
Head of Department 
School Board 
Number of 
Times 
Reported 
17 
13 
11 
8 
7 
7 
3 
1 
An examining board entrusted with the conduct of the 
view or oral examination should consist of not less than 
21 
three, and preferably four or five, qualified persona. Such 
J} Ibid. 
2/ Pages 1 and 29. 1;/ Social Security Board, op. cit., chapter 17, p. 6; David G. 
Ryans, "Notes on Teacher Selection: Sources of Information 
\I 
rr 
about Qualifications of the Candidate f u Educational Administra- I 
tion and Supervision (September, 1946), Vol. XXXII, No. 6:339· 
I 
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a board is more manageable than a larger one of say , from seven 
to ten mem.bers . In those cases where a single individual is 
assigned to conduct the oral alone, public confidence in the 
interviewing process may be undermined because allega..tions of 
unfairness or of bias are more likely to be aimed against an 
1/ 
individual than against a board • . 
An examining board composed of several members makes pos-
Sible the inclusion of a person skilled in the interviewing 
technique, plus one or more specialists when capacities related ! 
to a certain specialty are to be tested. A representative may I 
be included also from the particular school where teaching posij 
tiona are to be filled. 
Relative to the use of one or several interviewers , Doctor 
2/ 
David G. Ryans m~de the follow i ng statement :- "Other things 
being equal, the interview may be expected to yield more useful 1 
results if the judgment of more than one person is involved • • • • I 
With interviewers of equal competency th3 reliability of th·e 
interview will increase with the number of interviewers . 11 As 
2.1 
former Commissioner Frank P. Graves pointed out: "It is wise 
for the superintendent to check upon his own conclusions (in 
11 Samuel H. Ordway, Jr., Chairman, op. cit., p . 81-82 . 
~/ David G. Ryans, Notes on the Selection' of Classroom Teachers; 
The Interview . Teacher Selection Papers and Reports, No . 6, / 
National Committee on Teacher Examinations of the American 
Council on Education. New York , October 9 , 1946, P• 3. 
21 Frank P. Graves, op. cit ., P • 196. 
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the interview) by having several experienced people rate the 
same teacher ." 
The number of school officials who interviewed or rated 
the applicants in the different cities ranged from one in 
Albany to seven in Des Moines, st. Louis, and Wilmington. In 
eight cities, the interviewing group was made up of three mem-
bers (Hartford, Lowell, Lynn, Syracuse, Tacoma, Tulsa, Wichitat 
and Youngstown); in four cities, four members (Milwaukee, Pater-
son, Philadelphia, and Springfield); in eight cities, five 
embers (Elizabeth, Kansas City, Newark, Providence, San Antonio ! 
Somerville, Washington, D. c., and Worcester); and in three 
cities, six members (C'ambridge, Camden, and Chicago). New York 
City reported that the number of interviewers varied. 
In the nine school systems that required candidates to 
dergo more than one interview by several persons, five of 
·,, 
hese systems had the raters interview an applicant separately 
Milwaukee, Syracuse, Tacoma, and Youngstown). 
he other four cities (Cambridge, Hartford, St. Louis, and 
ichita) made use of this method and/or the practice of having 
raters interview an applicant collectively. 
The remaining eighteen cities where the si.ngle 
nterview was conducted by several raters bad an applicant 
ated collectively by the interviewers. All of the 
ities where raters interviewed an applicant collectively 
ere asked if these interviewers prepared independent 
atings. Sixteen answered affirmatively; three nega-
-~ -.. JL 53 
I 
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tively. No specific .answers were given by the remainder. Con-
cerning the question of "Independent Rating vs. Consultation, ul\ 
1/ 
Chairman Samuel H. Ordway, Jr. commented as follows:-
11 In some agencies, interviewers are required 
I 
to arrive at their ratings independently of one 
another, without consultation. In others, they may 
be required to compare and reach approximate agree-
ment in their separate ratings, or to agree on them 
within specified limits of variation. Much is to be 
said for the practice of calling first for inde-
pendent ratings. This practice avoids the danger 
that one member of the board may dominate it. Thus, 
it is well to require each interviewer to weigh for 
himself the evidence on each ratable factor. But 
after this has been done, something of value ·is 
gained by subsequent comparison of ratings and joint 
discussion of the evidence. If the raters find that 
they are in wide disagreement, opportunity may then 
be given for all to review the evidence and for any 
interviewer to revise his ratings in the event he 
finds he has overlooked any significant evidence." 
_g; I 
been expressed by other authorities. I 
the personal interview procedure.- A 
1 
Similar views have 
Standardization of 
marked difference of opinion exists b3tween those who advocate 
the 11flexi ble" type of interview and those who favor the 
"standardized" type. Tbe flexible interview assumes direction 
as it moves alongand as the interviewer wishes in his efforts 
to promote free expression on the interviewee's part. Its 
advocates feel that the use of forms which tend to standardize 
the interview makes for a stereotyped situation and causes the 
interviewer to follow the pattern slavishly. In contrast, 
those who make use of the standardized interview, involving 
II 
I 
17 Samuel H. Ordway, Jr., Chairman, op. cit., p. 124-125. 
2/ William E. Mosher , and J. Donald Kingsley, op. cit., p. 
221. 
220-!1 
careful planning and the employment of the "aid to the inter-
view" blank and :rating scales, maintain ( 1) that it helps 
to secure all essential information and (2) that it provides 
substantial uniformity of procedure as between different 
applicants. " •••• so far as the selection of teachers is con-
1/ 
cerned," declared Doctor David G. Ryans,- "efforts to 
standardize the interview are likely to improve its validity 
and reliability." 
Various cities With examining boards made special efforts 
to standardize the personal interview procedure. In nine 
cities, each interviewer was provided with a uniform check 
list or outline of traits or qualities on which information 
was desired. Eight cities, including two of the preceding, 
supplied each interviewer with a score card or rating sheet, 
plus written definitions of the rating items and instructions 
2/ 
on how to record the ratings.- Five cities, including three 
in the preceding groups, endeavored to achieve comparable 
standards among interviewers by resort to advance practice 
I 1/ David G. Ryans, Notes on the Selection of Classroom Teachers •' 
The Interview. Teacher Selection Papers and Reports, No. , 
National Committee on Teacher Examinations of the American 
Council on Education. New York, October 9, 1946, P• 4. 
g/ Various forms and methods of rating are discussed in 
Walter Van Dyke Bingham, and Max Freyd, Procedures in Employ-
! ment Psychology. A. w. Shaw Company, New York, 1926, chapters I 9 and 10; Percival M. Symonds, Diagnosing Personality and 
II Conduct. The Century Company. New York, 1931, chapter 3. II 
11 I 
i! I 
I 
i! II 
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!testing. Another city asserted that its standardization 
I· 
11 activities consisted of "nothing ·but common sense." Still 
another city stated that its efforts towards standardization 
I consisted of "always having two experienced members on the 
I board of examiners." Of the remaining nine cities, five re-
11 ported that they did not use 
I 
any particular standardization 11 
and four did not make any specific comments · relative;! techniques; 
to standardization. 
!I 
Some authorities have pointed out that "differences in 
rating forms and methods are not important as it _might seem • 
. One form is likely to be as satisfactory as another. It is far 
11 more important to select the right factors and to train the 
I examiners in methods of rating." Two important devices that I · ..
! 
I 
I 
I 
have proved especially effective in training examiners are the 
2/ 
interviewer's manual and the practice interview.-
Each city was asked if its method of evaluating candidates 
in the personal interview was based on the so-called "man-to-
man" soale. Seven cities replied, "Yes;" nine cities, "No." 
Twelve cities did not answer. 
"The man-to-man rating scale tl in the words 
of the Elizabeth Examining Board,2/ "is a device 
whereby the rater of men on five different quali-
ties sets up as a criterion under each quality 
the names of five men who exemplify the highest, 
high, middle, low, and lowest examples of the 
I Y Social Security Board, op. cit., chapter 17, p. 5. 
II 2/ The training of interviewers is discussed at length in 
1
: Samuel H. Ordway, Jr., Chairman, op. cit., p. 86-109. 
il 
1
1 Y Examining Board, Eli zabet.h, Steps in the Rating of Cand.i-
j, dates for Teaching Positions. Mimeographed, P• 10. 
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quality. The rater then compares the men he is 
to rate with the individuals he has set up as 
the units in his scale . It is probably a disad-
vantage that each rater's scale is not like 
every other rater's scal e . Also,scale men do 
not necessarily represent equal distances . The 
scale tends to eliminate over-estimation. It is 
, a cumbersome scale that is di ff icul t to apply . " 
1 
~--
The interview 1!.§ .§:!1 eliminating factor .- Thirteen cities [I 
reported that candidates could be eliminated in the personal I 
interview even though they had passed the written examinations l1 
I 
and had met other educational and experience requirements . l1 
Seven of these school systems did not indicate their reasons j 
for this policy. The explanations advanced by the remaining I 
six cities may be summarized in the f ollO\IIfing statement : 
"Failure of candidates t o meet one or more of the purposes of 
the personal interview as contained in Table 20 . " 
Four cities stated that the interview did not serve as a 11 
specific eliminating factor. They merely assigned particular 
"credit" or "weight 11 to the interview as part of the total 
teacher examination rating. 
Medical Examinations II 
Value of medical examinations.- Candidates for teaching l1 
positions should be required to meet adequate health standards 11 
This requirement may be met by having each applicant or ap-
1/ 
pointee pass a medical examination prior to his employment . -
This examination aids in determining the suitability of the 
1/ Ward G. Reeder , op. cit . , p . 568; Frank P. Graves, op. cit . ~ p. 184 and p. 199 . 1: 
! person for the job. Among the physical requirements for teach-
ing success are good eyesight, physical stamina, good hearing, 
and nervous stability. These can and should be revealed by 
means of a medical examination. The use of the 
tion reduces excessive requests for sick leave 
allowances. 
medical examina- \1
1 and retirement 
"The actuarial basis upon which •••• (retirement) 
systems are foup.qed is disturbed 1 " said the Social Security Board,.!/ "al'ld an injust1.ce done the more 
physically fit employees, \men medical examinations 
are lax or totally absent. It stands to reason that 
the same care should be used in selecting persons 
who come under the provisions of a retirement act 
as is exercised in the examination of applicants for 
life insurance." 
The medical examination also makes it possible to detect 
and thus to eliminate those persons who have a communicable 
disease, such as tuberculosis. The employment of such indi-
viduals Without a pnysical checkup exposes pupils and fellow 
workers to the danger of contracting the disease. 
Extent of medical examinations .-- Twenty-two cities with 
examining boards required applicants to pass a medical exam1na-
tion . Another city (Hartford) pointed out that it did not re-
quire the examination but that a candidate bad to mve a medica]! 
examination before getting a state certificate . Five cities j 
(Camden, Elizabeth, Lowell, Paterson, and Youngstown) did not 
require the medical examination. After stating that an entrance 
I 
medical examination was not prescribed, Elizabeth added that a 
I 
tuberculosis checkup was demanded every three years after em- li 
I 
1]:./ Social Security Boord, op. cit., chapter 21, P• 1. I 
I 
II 
_____J..._ 
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il ployment. Two cities (Newark and Wichita ) did not disclose 
I 
their policy concerning medical examinations. 
Practice varied in the different cities relative to the 
person who certified as to an applicant's fitness. In nine 
cities the medical examinat-ion consisted of a l:ealth certifi-
cate supplied by the applicant. Such a certificate was ob-
tained from any licensed physician. This method is easy to 
administer and is inexpensive, but it has disadvantages . Dif-
ferences exist among physicians relative to the nature of 
i terns included in a medical test and to the thoroughness with 
which these items are examined . In many instances, a physician 
I .· 
:• 
II 
may be unacquainted with the demands of the teaching position 1 
upon the applicant's physical condition, and would be desirous ! 
. y' 
of giving his patient the benefit of any and all doubts. In 
II 
i 
I 
II 
II 
one city, certification was required from a physic ian chosen 
from the list approved by the board of education. 
Thirteen cities employed a medical officer of the local 
board of education to certify as to an applicant's fitness. 
This procedure is an expensive method of administration but 
the advantages gained are generally considered to repay the 
investment. It makes possible the for mula ti on and attainment 
of definite health standards . 
In four cities, the formulation of health standards for 
applicants was the exclusive province of the examining board; 
in nine cities, of the board of education and its medical 
// ]} Social Security Board, op. cit., chapter 21, p. 4. 
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division; in two cities, of any licensed physician; and in 
the remaining cities that answered of health departments and 
special committees. 
Weights Assigned to the Parts of the 
Total Teacher Selection Examination 
Use of specific weights .QE credits.- The problem of 
weighting the parts of a test or of a total examination is 
not an easy one. 
"The simplest and most Widely employed pro-
cedure," in the words of Professors William E. 
Mosher and J. Donald Kingsley,l7 11 is to assign 
a weight to each separate test in accordance 
with the guess of the examiner as to the impor-
tance of each. This is the procedure almost 
universally followed by public personnel agencies 
in determining the weights to be attached to 
experience statements, interviews, and written 
tests." 
Of the thirty cities with examining boards, sixteen re-
ported that specific weights or credits were assigned to the 
variou s parts of the teache r selection examination and then 
were totaled to determine the mark of each candidate for an 
initial te aching position. These sixteen cities were Balti-
more, Boston, Chicago, Elizabeth, Lowell, Lynn, Newark, 
New York, Paterson, Philadelphi a, Pr ovidence, St. Louis, 
Some r vi l le, Syracuse, Washington, D. c., and Worcester. Eight 
cities stated that they did not use weights. The names of 
these eight follow: Albany, Hartford, Kansas City, Milwaukee, i 
San Antonio, Springfield, Tulsa, and Wilmington. The remaining 
1./ William E. Mosher, and J. Donald Kingsley, op. cit., p. 
--F=-=====~====---=----==----------=----~--1 
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six cities did not specify their practice in regard to the 
employment of weights . 
The assignment of weights to the several parts of the 
teacher selection examination differed among the sixteen 
cities engage·d in the practice . The weight given to the 
written examination r anged from approximately 30 to 60 pe r cent 
of the total score in all of the cities, except Philadelphia. 
This city specified that the weight assigned to this test 
varied . Concerning the weight given to the per sonal interview, 
the range extended from about 30 to 50 percent of the complete 
score in seven cities; and from 20 to 25 percent in five 
cities . Two cities did not mention any particular weight; the 
two remaining cities did not require personal interviews . 
No uniformity prevailed among the sixteen cities in the 
allotment of weights to the other parts of the teacher selec-
tion process, such as classroom demonstration, training , and 
experience. 
The following details relative to the point system in 
effect in Boston illustrate to some extent the general nature 
of the weights assigned to the different parts of the teacher 
selection examination as practiced in several large cities . 
Boston evaluated the complete examination on the basis of 
1,000 points. The allotment of these points is shown in Table 
22. 
~ 2'· 
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Table 22. Boston Allotment of Points to the Several Parts 
of the Teacher Selection Examination. 
Part of the Total Teacher Selection Examination 
Major Written Examination 
1st Minor Written Examination 
2d Minor Written Examination 
Classroom Demonstration of Teaching Ability 
Minimum Educational and Professional Training 
"Extra" Educational and Professional Training 
"Extra 11 Teaching Experience 
Letters of Recommendation 
Number 
of 
Points 
300 
150 
150 
300 
70 
10 
10 
10 
Total composite score.- All of the thirty cities were 
a sked what total composite scare a candidate bad t o achieve 
on the teacher se1e ction examination in order to pass . Ten 
cities replied, "None." These were Albany, Elizabeth, Hartford, 
Kansas City, Providence, San Antonio, Somerville , Springfield, 
Tulsa, and Wilmington. New York, Syracuse, and Baltimore 
stated t hat t h e ·. score varied with conditions. The passing score 
in Boston was 750 points of the possible 1,000; in Chicago and 
Paterson, 80; in Lowell, Newark, Philadelphia, St. Louis, and 
Washington, D. C., 70; and in Worcester, 60. Milwaukee re-
quired at least an above-average s core. Lynn pointed out that 
a candidate failed if he scored below 500 points of the 
possible 1,000 or scored less than .the National Teacher Exam-
inations median scaled score in the subject content field. No 
answers were supplied by the remaining six cities. 
~----- -=-- --"-'"--'== 
CHAPTER VI 
ELIGIBLE LISTS , APPOINTMENTS , PROBATION, 
SUBSTITUTE TEACHERS , AND PROMOTIONS 
Eligible Lists of Candidates 
Use of eligible lists .-- After the processing of applica-
tions and the rating of examinations, the next step in the 
teacher selection process is usually the compilation and pro-
mulgation of the eligible or employment list. This may consist 
of the names of those candidates who meet the necessary require 
menta and who are listed under proper classifications and in 
order of rank or standing from the highes t t o the lowest . 
Exceptions to such r ank may be made in the case of war veterans 
who may be given preferential ranking. 
All of the thirty cities with examining boards we re que s-
tioned about their use of eligible lists of candida tea fo r 
initial appointment as teachers . Four cities (Des Moines, 
Tacoma, Wichita, and Youngstown) did not give any details about 
their use of eligible lists . Eight cities (Can den, Hartford, 
Kansas City, Milwaukee, San Antonio, Springfield, Tulsa, and 
Wilmington) stated that their teacher selection examinations 
resulted in the creation of unrated lists cont aining names of 
approved candidates. Eighteen other cities (Albany , Baltimore, 
Boston, Cambridge, Chicago, Elizabeth, Lo1M9·ll, Lynn, Newark , 
New York, Paterson, Philadelphia, Providence, St . Louis , 
Somerville , Syracuse, Washington, D. c., and Worcester) 
L_ 
I 
.I 
pointed out that initial teaching appointments were made from 
eligible or rated lists containing names of the candidates 
arranged in the order of their standing, as determined by their 
total marks. In practically all of these cities, appointments 
were made in the order of the candidates' names on the rated 
lists. The appointment of the ranking candidate may have re-
sulted from state law, board of education regulation, or 
custom. 
New York and St . Louis declared that any of the first 
three on an eligible list may be appointed. This was referred 
to as the "one-in-three 11 rule. The desirability of such a pro-
cedure has caused divided opinion among merit system advocates. 
There are those who feel that the merit system would be under-
1/ 
mined if any other than the top person were appointed. They 
assert that once superiority is shown by obtaining first place 
on the list, it should be rewarded by appointment. Appointive 
I I· 164 
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ities--whether he can fit into a given situation. 
In r esponse to the question, "Do separate rat ed eligible 
lists exist for men and women?" Boston, Cambridge, and New 
York unqualifiedly answe r ed i n the a ffirmative; Elizabeth, 
Philadelphia , Syracuse, and Washington, D. C. specified in 
"Physical E~fcation Only;" and the remaining eleven cities 
said, 11 No. 11-
Veterans' preference . -- The question of veterans' prefer - I' 
d 
ence in teacher appointment has loomed l a rger since World Wa r 
II. Those who- argue against such prefer ence hold that the pub-
lie service should be open to vete r ans and non-veterans ali ke 
on the b a sis of ability. 
I' Pre feren ce of one type or another in the teacher selection 
process was given by eleven cities (Albany, Boston, Cambridge, 'i 
Des Moines, Elizabeth, Kansas City, Lowe 11, New York, Paterson, i 
Wa shington, D. c., and Worcester) to candidates who are honor- .I 
- II 
ably discharged veterans of service in the United States a r med I' 
forces during wartime. In five of these cities with r a ted list ~ 
II 
(Albany, Boston, Cambridge, Lowell, and New York), the names 
il 
of non-di s abled veterans who pas sed the prescribed examination ! ! 
were placed on the eligible lists in the order of their respecJJI 
tive standings above the names of all other non-veteran candi 
da tes. In addition, Boston placed the names of qualified - 'I 
1/ A brief discussion of the desirability of separate lists 
is contained in Salibelle Royster, "~Ien on High School 
1 
Faculties," The Journal of Education (February, 1950), 
II Vol • 13 3 , No • 2 : 57-58 • 
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disabled veterans on the eligible lists in tre order of their 
respective standings ahead of the names of all other candi-
dates. Lowell added extra points (5%), beyond the total given 
to non-disabled veterans, to the scores of disabled veteran 
applicants. 
The preference in Elizabeth and Washington, D. c. con-
sisted of extra points added to the scores of applicants in 
disabled and non-clisabled veterans• status. Elizabeth also 
allowed cr edit for time spent in the armed forces under the 
heading of "experience and training. 11 Such credit allowance 
was the only type of veterans ' preference extended in Worces-
ter. Des Moines gave preference to veterans only if their 
qualifications were equal to those of non-veteran candidates. 
r l 6H 
Paterson and Kansas City did not mention clearly the nature of I 
their veterans' pre ference. I 
Time periods of eligible lists .-- The length of time that I 
elapses from the day the candidate takes the written examina- II 
tions to the certification or publication of the rated eligibl~ 
I 
I 
list is significant. It is safe to assume that persons who 
take an examination wish at the time to enter the particular 
school system. But if a relatively long period of time elapses I 
say, from six months to one year, before the examination re-
sults are published, some desirable candidates may no longer 
be interested. They may have obtained employment elsewhere. 
I 
I 
I 
I 
Recognition of the problem is indicated in the fact that of th~ 
eighteen cities with rated eligible lists about two-thirds \1 
I! 
of them announced the results within a period of from one to 
six months. Two other cities (Boston and New York) promul-
gated the eligible lists in ten months and one year respec-
tively. In the remaining cities, publication time varied. 
Another important point to be considered in the matter 
of an eligible list concerns the time between the posting of 
the list and the appointment . A marked shrinkage of eligible 
lists occurs after they have been in effect for some time . 
Many candidates, especiall y superior ones, will not wait a 
year or more for an appointment. The following statement by y 
Doctor John Coulbourn is pertinent. 
"In January, 1937, when the Board of Educa-
tion of New York City appointed 790 new teachers, 
it found that more than 1000 men and women on its 
eligible lists were unwilling to accept the ap-
pointment. These candidates had passed the exam-
inations one to seven years ago, but by the time 
the opportunity to be appointed had arisen, they 
had found other positions. Some had secured other 
positions in the system and were satisfied. Others 
were teaching in other school systems , some had 
found employment in business, while others had 
married and were no longer interested in teaching. 11 
Shrinkage of this kind is expensive. The examining board 
has already spent considerable time, energy, and money in 
recruiting the candidates, scoring their tests, and formu-
lating the eligible lists. It is desirable, therefore, that 
the length of the eligible list be prudently related to the 
demands of the service. It should include the names of but 
few more individuals than may reasonably look forward 
II 1.7 John Coul bourn, op. cit., p . 14 3. 
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to appointment within a year . 
A time limit on the life of a rated eligible list was in 
effect in all of the cities (except Albany and Paterson) that 
used this device . The life of a list was two years in Lowell, 
St. Loui s, Syracuse, and Washington, D. C.; three years in 
Baltimore, Crunbridge, Chicago , Elizabeth, Newark , New York , 
Providence , and Somerville; four years in Lynn; five years in 
Worcester ; and six years in Boston . The duration period varied 1; I, p 
in Philadelphia , dependent on demand and the size of the list . j1 
II In discussing the action of the state legislature in ex-
tending the life of New York City eligible lists, Professor 
g/ 
George D. Strayer asserted: 
II 
I 
"In the opinion of the staff • ••• , the term 
of three years, as named in the original statute, 
is sufficiently long for the life of an eligible 
list , and extension beyond that period contravenes \
1 the merit principle . " 
Merging of lists.- Vlhere names remain on eligible lists \\ 
beyond one year and new lists become available because of an- I 
nual examinations, the practice in t en cities has been to merge\ 
the new lists with the old, rearranging the names in order of 
rank or standing. These ten cities were: Baltimore , Boston, 
\I 
Cambridge, Elizabeth, Lynn, Providence, St . Louis, Somerville, 
Washington, D. c., and Worcester . Such merging of successive 
I 
1./ Wi lliam E . ] .. Iosher, and J. Donald Kingsley, op. cit . , p. 232- 1 
233 . . II 
gj George D. Strayer , Director , State of New York, Interim Re- I~ 
12~rt of the New York City Sub-Committee of the Joint Legisla- 11 
tJ.ve Committee on the State Education System . Legislative Docu- ~1 • 
ment (1943), No . 55, February 25, · 1943, Albany, P • 139. 
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rated lists makes possible the appointment of those candidates 
who rank highest. The remaining eight cities that utili zed 
eligible lists did not merge successive lists. Practically all 
of these muni cipali ties declared that an earlier rated list 
had to be exhausted before appointments were made from a sub-
sequently prepared eligible list. Such a procedure has draw• 
backs. It compels a school system to appoint candidates far 
down on the old list who lack the high qualifications of per-
sons standing near the top of the new lists. In addition, 
candidates who rank at the top of the newer lists oftentimes 
may not await the exhaustion of the old lists and may obtain 
jobs elsewhere. Thus a system loses the services of highly 
qualified individuals. 
Certification of lists .-- After the rated eligible lists 
in the eighteen cities have been organized by the examining 
board or committee, these lists then became final in all of 
the cities except Boston, Cambridge, Lowell, Philadelphia, and l 
Washington, D. c. In these five cities the lists were certifieJ 
as final by the board of education or the board of superin-
tendents . 
Relative to the compilation of eligible lists in Boston , 
1/ 
Professor George D. Strayer asserted:- · 
" • • •• I f these lists are counted separately , 
the number of categories is increased to one hun-
1/ George D. Strayer, Director , Report of a Survey of the 
Public Schools of Boston, Massachusetts . City of Boston Print-
ing Department. Boston, 1944, p. 922 . 
!I 
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dred and seventeen . The building of these lists 
is a complicated task . It should be performed by 
an expert, responsible to the Superintendent of 
Schools . In the opinion of members of the survey 
staff, the completion of all eligibility lists 
should be the responsibility of the Board of Ex-
aminers . The Board of Examiners should certify 
all lists to the Superintendent of Schools . This 
is in line with the general principle of assign-
ment of duties functionally, so that expertness 
may be developed and responsibility established. 
The Superintendent of Schools should transmit the 
lists to the School Committee, not for approval, 
but simply as a matter of record, and for print-
ing." 
Publicity of lists .-- The nature of the publicity ac-
corded to the rated eligible lists varied . The practice in 
Cambridge, Elizabeth, Philadelphia, Providence , St . Louis , and 
Somerville was to notify individual candidates of their com-
parative ratings . The remaining twelve cities published the 
entire lists as a matter of public record. Complete publicity 
is desirable . Its lack gives rise to doubts about the honesty 
of the entire personnel selection procedure and may tend to 
11 
discourage the most desirable applicants. 
Nomination and Appointment of Candidates 
Relationship between the superintendent and the board of 
2 
education.-- As has been mentioned earlier, the currently 
ac cepted basic principle in the s election of teachers is as 
follows: "The Superintendent of Schools should nominate all 
1/ William E. Mosher, and J. Donald Kingsley, op. cit . , P • 
s/ Page 3 . 
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employees and the Board of Education should elect only upon 
his nomination." In the light of this criterion, the thirty 
cities with examining boards were asked about the re la. tionship 
between the superintendent of schools and the board of educa-
tion relative to the selection and appointment of teachers. 
No response was received from New York and Wichita. Providence 
and Tulsa replied that the superi ntendent selected and appoint-
ed teachers from the eligible lists without any participation 
by the board of education. In Des Moi nes, the assistant super-
intendant of schools nominated the individual candidates and 
the beard of education made the appointment. Of the remaining 
t~enty-five cities, the superintendent in each nominated the 
individuals on the eligible lists and the board of education 
made the actual appointment. 
Teacher appointment by board of education U£On nomination 
of SU£erintendent.- Various reasons may be given in favor of 
the principle of teacher appointment by tte: board of education 
on the nomination of the superintendent of schools. Because of 
his training and experience, the superintendent as the profes-
sional expert of the board is qualified to obtain the best pos-
sible teachers. He may employ such professional assistants as 
members of the personnel division or examining board to aid him 
On the other hand, relatively few school board members possess 
the qualifications and time necessary to investigate and eval-
uate the credentials of the numerous teacher candidates. In-
stead of making teaching appointments on the basis of profes-
sional re ~~~!_!!.-~ b~rd mem_p~_o_f_'t_e.ntil!le_a_~L-12.~ -~n__flJ.l~e _ 
\' 
II 
by religious, political, personal, and economic considerations. 
This would result in the entrance of incompetents into the 
teaching profession with consequent harmful effects upon the 
pupils. 
Probationary Period for New Teachers 
Extent of probationary period.-- All of the thirty cities 
with· examining boa~ds, except Wichita and Youngstown, reported 
that teachers appointed from the eligible lists were required 
to serve on pro~ation before receiving permanent appointment.· 
The length of probationary periods varied in the twenty-eight 
cities. Washington, D. c. specified one year; Baltimore, Phil-
adelphia, San Antonio, Tacoma, Tulsa, and Wilmington, two 
years; and the remaining cities, three years. Successful ser-
vice during this period was essential. In practically all 
cities, the determination of the fitness of probationary teach-
ers for permanent appointment was entrusted to the superin-
tendents of schools, principals, and supervisors. Assistance 
was given in several instances by personnel divisions and 
assistant superintendents. The examining boards or committees 
as such had no part in this work. 
Purposes Q! probation.-- The desirability of the proba-
1 
tionary period has been pointed out by different authorities. 
1/ John Coulbourn, op. cit., p. 145; Alice C. Klein, op. cit., 
P• 187; Lewis Mayers, op. cit., p. 444; William E. Mosher, and 
J. Donald Kingsley, op. cit., p. 264; Arthur w. Procter, op. 
cit., P• 150; Elwood P. Cubberly, Public School Administration. 
Houghton Mifflin Company. Boston, 1929, p. 323; Lucius Wil-
merding, Jr., Government by Merit. McGraw-Hill Book Company. 
New York, 1935, P• 112. · 
"Probationary periods or working tests, " in 
the words of the Committee on ~obation in the 
Public Service , Y"represent the ,--'final step in the 
emplbyee selection process . Recruitment , as a pri-
mary function , is charged With seeking out persons 
who are interested in employment . Next , examination 
techniques determine, from among the group recruit-
ed , those candidates who are apparently qualified 
to perform , the duties of specific positions . Fi-
nally, probation provides a test on the job , adding 
a pragmatic element to predetermined interest and 
capacity , and forming a basis for judging ~nether 
or not the employee chosen will , in fact, perform 
satisfactorily in a particular work situation. The 
probationary period is thus l ooked upon as a part 
of the examination process; the examination func-
tion is incomf.lete until the probationary period 
is concluded . 1 
The period of probation provides a basis for final deci-
sion as to a person's fitness for a teaching position. A peri-
od of trial on the job affords an opportunity to ascertain 
those intangible qualities of character and personality that 
exam ina t io·n . 
II 
I· 
II '· 
I 
I 
cannot be tested sufficiently by any preliminary 
Relative to this , the following statement by the y 
Board of Examiners is relevant ; 
New York City 1
1 
"The examinations conducted by the Board of 
Examiners cannot be so conclusive as to warrant 
a prediction of certain success i n teaching for all 
persons licensed . These examinations are , in effect , 
merely a first sifting of the many thousands of 
applicants who apply for licenses, and a certifica-
1/ The Committee on Placement in the Public Service and the 
Committee on Probation in the Public Service, Placement and 
Probation in the Public Service . Civil Service Assembly of the 
United States and Canada. Chicago , 1946 , p . 161 . 
~/ Board of Education, The City of New York, Thirty- Fifth 
Annual Report of the Superintendent of Schools for the Year 
Ending June 30, 1933, New York , p . 420- 421 . 
/ 
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tion of those who, having passed the tests, are 
deemed worthy of a trial in a teaching position . 
These tests are necessarily brief because of the 
number of applicants , and although planned as 
the best available systematic sifting, they suf-
fer limitations not only as to time, because of 
the expense involved in examining so many persons, 
but also as to adequacy and conclusiveness . 
"In the last analysis, the best test of per-
sonality and teaching ability i s the display of 
these qualities in the classroom . As a matter of 
fact the three-year probationary period as already 
stated should be the most valid test of all . Pro-
perly speaking , it is so vital a part of the exam-
ination for permanent tenure that the Superintend-
ent of · Schools and the Board of Education might 
very well turn over to the Board of Examiners the 
problem of the rating of probationary teachers at 
the end of each of the six school terms of proba-
tion. The Board of Examiners very seriouEly pro-
poses that this be done . Let the Board of Examiners 
be responsible for the final acceptance or rejec-
tion of every teacher at the end of the probationary 
term , such final action to be taken in the light of 
the findings of principals, district superintend-
ents and examiners. 11 
Advocates of the probationary period assert also that 
the enactment of permanent tenure legislation for teachers, 
with consequent difficulty of dismissing a permanent employee , 
makes desirable a period for proving fitness tefore employee s 
11 
are accorded tenure privileges . 
The achievement of the maximum value i nherent in the 
principle of probation requires careful observation of the 
work of new employees and adequate training in the tasks to be 
performed throughout the entire probationary period . Unquali-
1/ Alice C. Klein, op . cit ., p. 186; National Education 
Association , Research Division, Teacher Personnel Procedures: 
Selection and Appointment . Research Bulletin, Vol . XX, No . 2, 
March, 1942 , Washington, D. C., P • 73. 
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fled probationers should be refused final appointment . Those 
with desirable qualities , although not for the particular 
position, may be transferred . Others may be aided in adapting 
themselves to their work environment . 
Neglect of probationary appointments .- The theory of the 
probationary term is excellent but in practice it is often-
times neglected to a high degree. "Traditionally, u vv-rote the 
1/ 
Committee on Probation in the Public Service , - 11 the proba-
tionary period has been regarded as the we~kest element in the 
selection process for the pub,lic service . " About four-fifths 
of the thirty cities with examining boards reported that they 
had made no studies of probationary teachers in order to check 
their methods of selection. Incomple t e returns for a recent 
year revealed that approxiiflately 2,500 new tea ere rs were ap-
pointed in the thirty communities. Yet in response to the 
question, "over the period of the past five years, what per-
centage of probationary teachers failed to secure permanent 
appointment?" ten cities replied, "zero; " four, less than 1%; 
three , 2%; two , 5%; two , 10% and four , 11A few . " Five cities did ! 
not answer . Doubtless the recent teacher shortage accounted in 
part for these relatively few probationary separat ions . 
These figures may be construed to show a high degree of I 
thoroughness and efficiency in the teacher selection processes, ' 
1/ The Committee on Placement in the Public Service and the 
Committee on Probation in the Public Service , op . cit . , p . 198 . 
II 
but they are more likely to mean that the responsible admin-
istrative officers did not make effective use of the proba-
tionary period as a proving ground. With reference to the 
situation in New York City, Professor George D. Strayer 
1/ 
stated: 
"Less than two out of every thousand probationary 
teachers have in recent years failed of permanent ap-
pointment. This means that the probationary term is 
not used as a period for making discriminations between 
teachers of superior and inferior ability. It is not 
reasonable to assume that any process of selection when 
applied to beginners with little or no experience should 
be so nearly infallible." 
A desire to make more and better use of the required pro-
bationary period in New York City prompted the following rec-
2/ 
ommendation in the Kandel Report:-
11This period •••• should be pla ced in charge of a 
special staff cooperating With bot h the administra-
tive authorities and the Board of Examiners. The Board 
of Examiners cannot undertake this task (because of 
an existing burdensome work load), and principals and 
supervisors do not have the time for it •••• The Board 
of Examiners should institute and conduct a final ex-
amination for permanent appointment, using the reports 
of the staff in charge of probationary teachers in the 
final estimate. This would give the Board an oppor-
tunity to check back on and improve tbe first exam-
inations. 11 · 
Substitute Teachers 
Methods of selecting substitutes.- Several writers in 
the field of school administration have pointed out the neces-
11 George D. Strayer, Director, State of New York, Interim 
Report of the New York City Sub-Committee of the Joint Legis-
lative Committee on the State Education System. Le gislative 
Document (1943), No. 55, February 25, 1943, Albany, p. 138. 
~/I. L. Kandel, op. cit., p. 87. 
sity for school administrators to operate a well-organized y 
and efficient program of substitute-teaching service . 
Various methods were employed in the selection of sub-
stitutes or temporary teachers for the thirty school systems 
with examining board.s . Boston and New York used written exam-
inations and personal intervievv-s . Des Moines , Lowell, Lynn, 
and Paterson resorted to the personal interview. Cambridge, 
Philadelphia, and Providence availed themselves of the formal 
application blank . The remainder of the cities questioned, 
except Syracuse, Wichita , and Youngstown which did not give 
details, combined both the personal interview and the formal 
application blank. 
The examination and rating of candidates for substitute 
teachers positions were entrusted to different school offi-
cials. Such duties were performed by the superintendent of 
schools in Albany, Cambridge, Lynn, and Paterson; by the per-
sonnel division in Camden, Des Moines, Hartford, Newark, st . 
Louis, and Tulsa; by the superintendent and principals in 
Lowell; by the personnel division end supervisors in Wilming-
ton; and by the examining boards in the remaining cities ex-
cept Syracuse , Wi chita, and Youngstown which did not supply 
1/ Clare C. Baldwin, Organization and Administration of Sub-
stitute-Teaching Service in City School Systems. Teachers 
College , Columbia University. New York, Contributions to I 
Education, No. 615, 1934, p. 1; National Education Association~ 
Rese~rch Division, Administrative Practices Affecting Classroom 
Teacners, Part II: The Retention, Promotion and Improvement 1 
of Teachers. Research Bulletin, Vol. X, No . 2, March, 1932, 
Washington, D. c., p. 51; Ward G. Reeder, op. cit., p. 186. 
I 
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details . The use of agencies otber than the examining boards 
appears to violate the general principle of assignment of 
duties functionally. Such violation was more apparent than 
real since in practically all instances the examining boards 
constituted an integral part of the personnel divisions or 
cooperated closely with them . 
Need for training substitutes .-- The majority of sub-
stitute teachers are recruited from those who formerly were 
full-time teachers and those who are fairly recent sraduates 
of colleges and teacher-training institutions, with little or y 
no experience. About the first group, Professor Ward G. 
~/ 
Reeder wrote: "persons who have been out of the teaching 
profession only a few years , upon re-entering it, find that 
they are 'back numbers!' to get up to date they must spend a 
large amount of time in ascertaining what bas happened during 
their absence • 11 The second group especially requires in-ser-
vice training and supervision in order to achieve maximum ef-
ficiency 
The responsibility for the training of substitute teach-
ers in thirteen of the thirty cities with examining boards 
was vested quite largely in supervisors, principals, and de-
partment beads. Four cities specifically stated that they 
lacked training programs; eight cities omitted mention of the 
17 Clare C. Baldwin, op. cit ., p. 72-73. 
~/Ward G. Reeder, op . cit., p. 161. 
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school agency responsible for the training program. In the 
remaining five cities, the responsibility was centered primariJ 
ly in the personnel division. No city ma.de use of the exam in- I 
ing board for this work. 
Promotion of Teachers 
Prom·otion :QOlicie s .- The promotion of teachers to posi-
tions with higrer pay and greater responsibilities within a 
school system is a problem that deserves the utmost consid-
eration from school administrators. A 1945 publication of the 
National Education Association contained the following state-
1/ 
ment :-
"In many other professional services there is 
more room at the top than there is in education. 
About 94 percent of the professional employees in 
the public-school systems of the country are class-
room teachers. Because so few are chosen to serve 
so many in the special types of leadership that can 
be given in administrative and supervisory posi-
tions, tbe re is grave need for w~ sdom and care in 
selecting the persons to fill th.ose positions." 
All of the thirty cities with examining boards were 
interrogated relative to their policies or practices concern-
ing the promotion of teachers. Wichita did not supply details. 
Twenty-one cities replied that no formal procedure existed 
and that each promotion was made on an individual basis; three 
(Newark, Paterson, and Philadelphia), that there existed a 
prescribed procedure involving written examinations; two 
1/ National Education Association, Research Division, The 
Teacher Looks at Personnel Administration. Research Bulletin, 
Vol . XXIII, No.4, December , 1945, Washington, D. c., p. 124-
125. 
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(Boston and Washington, D. c.), that there prevailed a specif-
ic program including rating of record; and three (Cambridge, 
Chicago, and New York), that they used a required plan embody- \I 
II ing both written examination and rating of record. 
Advantages of definite 2romotion golicy . -- The following 
advantages of a definite promotion policy have been stated by y 
F. o. Everett: 
11A definite promotion policy and plan of 
general application, as distinguished, from deci-
sions to make promotions in particular c~ses, con-
sidered separately as they arise, and from promo-
tion systems applicable to restricted parts of a 
service or kinds of employment, has decided advan-
tages in any large public or commercial service. 
Such a policy works to the advantage of both the 
employer and the employee. It stimulates endeavor 
by insuring rewards for efficient service and pro-
vides incentives to qualify for the higher places. 
It tends to attract better qualified applicants 
in the lower ranks because of the opportunities 
afforded to make the service a career. It reduces 
losses to the service from resignations of more 
able employees who, without assured opportunity 
for promotion., seek elsewhere for more favorable 
fields. It lowers the costs of training new em-
ployees and the losses resulting from their less 
efficient service duri.ng their training periods~ 
It tends to assure to the service the benefit of 
the experience gained by employees in the lower 
ranks, which represents a substantial investment. 
It operates generally to make for a stable~ effi-
cient working force, whose morale is high. 1 
II 
I 
., 
Restrictive versus non-restrictive golicy of gromotion .-- I, 
Any consideration of the promotion problem immediately raises 
the following question: "Should a school system restrict ap-
pointments to higher positions to persons already Within the 
I 11 Quoted in The Committee on Placement in the Public 
and the Committee on Probation in the Public Service, 
P• 54-55. 
Service 1) 
op. cit., / 
I' 
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system or open appointments to qualified persons outside the 
system?" The restrictive or "closed" policy of limiting pro-
motions to positions as heads of departments, principals, 
directors, or other supervisory posts to persons already mem-
bers of the instructional staff was in effect in Albany , 
Boston, Cambridge, Des Moines, Lowell, Milwaukee, Providence, 
St . Louis, Tulsa, and Worcester . The remainder of the thirty 
cities questioned, except Camden and Wichita which did not 
reply , followed the non-restrictive or "open'' policy. 
Proponents of the restrictive pro gram believe that it 
increases the opportunity for advancement within the system 
and that it assures the teaching personnel that under given 
conditions promotion will come. Consequently, morale is main-
1/ 
tained and a better type of personnel is recruited . The II 
drawbacks of inbreeding may be minimized or avoided by the use 11 
of training programs designed to ,keep workers abreast of 
modern developments and by adequate supervision. In their dis-J 
cussion of the problem, Doctors William E. Mosher and J. Donal ! 
2/ I Kingsley asserted as follows:-
"It bas been well said that 1 promotion from 
within is the golden rule of all personnel work.' 
There may be occasions when no availab le member of 
the staff appears to posse ss the qualities desired 
in the incumbent of a higher position and when it 
will be nece ssary to go outside. If there are many 
such instances, however, it may be assumed that the 
1/ Lewis Mayers, op. cit. , P• 216-217. 
E,/ William E. Mosher, and J. Donald Kingsley, op . cit ., p. 
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personnel system is somewhere at fault. Ordinarily, 
recruitment of higher officers from outside the 
service should be a . last resort . This is true not 
only because promotions are the chief rewards of · 
good serviee, but also because those already in an 
organization have knowledge and information that 
enable them to adjust more readily to the duties 
of the higher positions than could outsiders. Then, 
too , a single promotion on the upper level may 
bring a whole chain of promotions to lesser posi-
tions. Such a movement of personnel will almost 
certainly result in a greater improvement of effi-
ciency and morale than would follow from a sporadic 
injection of 'new blood ' at the top . It is not here 
argued that circumstance-s may never develop which 
would dictate the appointment of 'outsiders' to high-
er positions. But such appointments should be the 
exception rather than the rule And should be made 
only in the light of the most persuasive arguments." 
Those who object to restricting promotions to persons al-
ready within the school system point out that such a policy 
narrows the area of selection. As the result, less capable per- j 
sons frequently are appointed to the advanced positions than 
would have been the case if competition were open to persons 
outside the system. There is always the possibility that quali- l 
fications Will be lowered to meet the standard of competency 
already vdthin the system. Moreover , rigid adherence to selec-
tion from within tends towards conservatism and stagnation • 
. Without occasional outside recruitment, the infusion of new 
ideas into a system is oftentimes retarded. According to 
1/ 
Professor I. L. Kandel:-
"VJhatever the reasons are, however, inbreeding 
in a school system is not the result of recruiting 
from within the system; it is a manifestation of a 
1/ I. L. Kandel, op. cit., p . 85. 
182 
lack of the 'collision of ideas, styles, and methods' 
and 1 vigorous vi tality 1 at the top •••• School systems 
have risen and declined in reputation With the changes 
in their administrative and supervisory officials 
rather than in the rank and file of their teachers. 
There was a time when the administrative officials 
of New York City and other large centers played a 
notable part in the educational councils of the coun-
try. This is no longer true •••• The cause may perhaps 
in all cases be found in the practice of promoting 
to important positions of leadership from Within the 
systems themselves •••• From the point of view of the 
welfare of New York schools the danger of inbreeding 
can be met much more successf ully by introducing 
'vigorous vitality' at the top rather than in the 
ranks. Any system, however, which honestly and delib-
erately strives to secure competence and ability at 
all levels both from inside and outside is likely to 
profit in the long run." 
II 
II 
I 
Formulation Qf promotion items.-- The formulation of effec-
tive formal methods of selection for promotion is not an easy 
task. In fact one authority has pointed out that the difficul-
ties involved are greater than those met with in designing 
formal methods of recruitment; and that the results of improper 
1:.1 
selection are far more grave. The manner of handling promo-
tions constitutes an important test of the success of the per-
g/ 
sonnel program . Standard bases for promotion include seniori tyj, 
efficiency record, and competitive examination . Any two or more 
of these bases may be used in combination . 
All of the thirty cities With examining boards \'~ere asked 
what school agency or officer formulated the items considered 
for promotion. Twenty-five cities answered . Their replies were 
17 
I _g/ 
\, 
II 
Lewis Mayers , op. cit., p. 317 . 
William E. Mosher, and J. Donald Kingsley, op. cit ., p . 318 . 
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of a mixed nature. This task was performed by the superin-
tendent of schools in Albany , Camden, Elizabeth, Lynn, 
Paterson, Syracuse, Washington, D. C., and Youngstown; by the 
board of superintendents in Boston and Providence; by the 
examining board in Chicago and Wilmington; by a committee of 
administrators and supervisors in Hartford; and by the schoo:l 
boards in Cambridge and Somerville. The performance of this 
duty by the school board seemingly violated the sound admini s -
trative procedure of having the board delegate to the superin-
tendent of schools the task of selecting and recommending for 
appointment, al l his administrative and supervisory subor-
I 
1/ 
dinates .- Because of his training and experience, the superin-
1
1 
tendent as the professional expert of the board is especially I 
qualified to carry out this assignment. I 
In the remaining ten cities, the preparation of promotion I 
items was a joint operation, participated in by various combinaj'l 
tiona of the superintendent of schools, board of superintend-
ents, personnel division , examining board , directors , and 
supervisors. The superintendent of schools was an active mem-
ber in practically all of the combinations . The examining 
board shared this work with others in Newark , New York , and 
Philadelphia . 
Promotional eligibility lists .- The following question 
was submitted to the thirty cities with examining boards: 
17 Ward G. Reeder , op. cit. , p. 36. 
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"What school agency op,· officer is responsible for the prepara- \ 
tion of promotional eligibility lists?" Answers were desired 
1
'
1 
primarily from those eight cities that utili zed prescribed 
promotional procedures with resultant eligible lists. Washing- \ 
I 
ton, D. c. did not answer. Of the other seven, Paterson replied 
that the superintendent of schools was responsible; Cambridge , \I 
the superintendent of schools and the examining beard; Chica- 11 
go, New York, and Philadelphia , the examining board~ Newark, 
the personnel division and the examining board; and Boston , 
the board of superintendents. In Boston, however , considerable
1l 
part of the routine work on the promoti_onal lists was per-
formed by the examining board. 
The remaining twenty-two cities do~btless realized that 
the question was not pertinent to their systems because four-
teen of them omitted answering or stated specifically that 
they lacked eligible lists . In the rest of the cities, the 
preparation of the lists was chiefly tbe responsibility of the 
ji 
I 
II 
I 
II 
1\ 
I! 
I superintendent of schools . 
1/ 1' Several suggestions made by Professor George D. Strayer- I 
in connection with the Boston Board of Examiners seem appli-
cable to other cities, namely: 
" •••• Eligibility lists for promotion within 
the system are a necessity, if the school system 
is to avail itself of the best talent vnthin the 
1/ George D. Strayer, Director , Report of a Survey of the 
Public Schools of Boston, Massachusetts. City of Boston Print-
ing Department, Boston, 1944, p . 928-929. 
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I I ranks of the teachers employed in the school sys-tem •••• The establishment of promotional eligibility 
lists should be the responsibility of the Boord of· 
Examiners, working under the Superintendent of 
Schools, on exactly the same terms as in the es-
tablishment of eligibility lists for entrance into 
the teaching service . 11 
I 
I 
I 
Adequate publicity for rated lists of candidates for pro-
motion is as advisable as publicity for eligible lists of can-
didates for initial teaching appointments. The absence of pub-
licity may raise suspicion of the entire _promotional system, 
with consequent deterioration of morale. The eight cities that 11 
made use of prescribed promotion policies gave varied publicity II 
to their lists. Chicago, Newark , New York, Paterson, and I 
I 
,, 
I 
Washington, D. c. publi$hed the lists as a matter of public 
record. Cambridge and Philadelphia restricted their action to 
telling individual candidates of their comparative standings; 
and Boston supplied a copy of 
In the remaining cities where 
i 
individual basis, twenty failed to give any details about their [ 
I 
publicity methods or stated that they lacked eligible lists. 
The other two cities announced the results in the schools of thl 
system or disclosed the standings to the individual candidates. I 
The life of the rated lists for promotion ranged from one I 
year (elementary principals) in Washington, D. c. to six years \ 
(principals) in Chicago. In Boston, Cambridge, Newark, and 
New York, the duration was three years; and Philadelphia , from 
two to three years. Paterson did not specify any length. A 
relatively long l .ife of lists reduces the work in preparing 
·I 
I 
the /I 
__:_,__,_-_-
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promotional ratings by the school agency responsible for their 
preparation. Of the other twenty-two cities, eighteen failed · 
to give information or declared that lists were not used; two 
had no time limits on lists; and two others terminated the 
lists upon the filling of the particular vacancy. 
All of the thirty cities were asked about the nature of 
their practice in maintaining separate lists for men and women 
in case rated lists of candidates for promotion were prepared. 
Of the eight cities with prescribed promotional procedures, 
Boston kept separate lists for men and women; Chicago, Newark, 
Paterson, Philadelphia, and Washington , D. c. made no dist inc- 1 
tion between the sexes; and Cambridge and New York did not 
reveal their practice. Not a single city of the remaining 
twenty-two indicated that separate lists were maintained. All 
of them answered , negatively; or omitted replying; or stated 
specifically that no lists were employed. 
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G. Each examining board should gtve special attention to 
the candid tes• skill in the correct use of English . 
..... t.,~ .... . I 
4f--=---=---===, 
-t' 53. Candidates in certain fields, for example, music , 
typewriting and stenogr phy , and home economics• should be re• 
qu1red to take s .. "technical examinationu apart from the class• 
room demonstre.tion of teaching ab1li ty • 
·•s4. Each applicant should be r equired to give a classroom 
demonstration of teaching ability as part of the te ache r seleo• 
tion program . 
55. The judgment o~ more than one person shoul be in-
volved i n the ev !l.uation of the classroom de onstr&tion of 
t eaching ability, 
*56 . A single teaching demonstration with a time length of 
one complete tet.ohing period should be required from all ppl1 ... 
cants • 
.. 57 . For purposes of the teaching demon;:;~tra.tion 1 examining 
board members should visit the classrooms of eendidates ho 
teach in other school systems, where practicable . 
*58 . Su fic1ent advance time • for example , one day or more 
should be allowed a candida te to familiarize himself ·yith the 
l ocal school or class before whom he- is o~eduled to give a 
teaching demonstration , 
~59 . Applic .nts should be supplied m th written 1nstruo-
t1ons , prepared by examining boa~d members , for guidance in 
present i ng the teaching demonstrati on. 
i<60 . The maximum of effort shoul d be made by exe.minin 
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BosTON UNIVERSITY 
ScHOOL oF EoucATION 
84 EXETER STREET 
BOSTON 16, MASSACHUSETTS 
PPRAISING THE MERIT AND FITNESS OF CANDIDATES FOR TEACHING POSITIONS 
o the Superintendent of Schoo·ls: 
Would you kindly give five minutes of your time to filling in 
he enclosed check list dealing with "Appraising the Merit and Fitness 
f Candidates for Teaching Positions?" This list is being sent to the 
uperintendents of Schools in ninety-three American cities with popula-
ion in each of 100,000 or more. It represents the initial step in the 
,reparation of a doctoral dissertation entitled "Boards of Examiners in 
ublic School Systems 11 by the undersigned at Boston University, School 
·f Education. The sponsors of this study are Professor Roy 0. Billett, 
:hairman, Department of Education, Graduate School; Professor Worcester 
rarren, Chairman, Department of School Administration; and Professor 
"illiam c. Kvaraceus, Chairman, Department of Tests and Measurements. 
The dissertation will describe the organization and operation 
•f formally constituted Boards of Examiners. The results of the work 
1ay well serve as a guide for those school systems desirous of organizing 
• Board of Examiners. Existing Boards of Examiners would be interested 
.n the completed study because it will summarize prevailing practices 
.hroughout the United States. 
A summary of the final study will be forwarded to you upon 
:ompletion. 
Your cooperation in this educational endeavor is earnestly 
•equested. Please fill in the check list and return it in the enclosed 
I tamped, addre seed envelope-. 
Sincerely yours, 
~~-o-·~ 
Joseph M. O'Leary 
Head, Department of Guidance 
High School of Commerce 
Boston, Massachusetts 
'he extra copy of the check list may be retained for your files. 
teturn one copy only, to 
Joseph M. O'Leary, 
Room 201, Boston University, School of Education, 
84 Exeter Street, Boston ( 16), Massach.usetts. 
BosToN UNIVERSITY 
ScHOOL oF EoucATION 
84 EXETER STREET 
BOSTON 16, MASSACHUSETTS 
~PPRAISING THE MERIT AND FITNESS OF CANDIDATES FOR TEACHING POSITIONS 
In filling out this check list, please keep the following 
definitions in mind. 
A Board of Examiners within the particular public school 
system is an organization whose membership is composed of two or more 
persons, legally delegated or assigned the duty of appraising the merit 
and fitness of candidates for initial entry into full-time teaching 
positions within the syst~m. The Board also may be entrusted with the 
examination of applicants for (1) temporary or substitute teaching jobs, 
and (2) promotion to higher paying jobs within the system. Board members 
may devote all or part of their working time to these duties. 
A Personnel Division is an agency within the school system 
assigned·a variety of tasks, including (1) the formulation of personnel 
policies; (2) the recruitment, examin.ation, and rating of candidates for 
full-time and temporary teaching posi.tions; ( 3) the maintenance of over-
all per sonnel r ecorda; and (4) the euperv1a1on and improvement ot teaon.r• 
1n aerv1oe. 
l. Dot I your 1ohool syatem po·••••• a Board ot :S:xaminera'l ( Oheok (v') the 
ap~ropriate anewer.) ( Yel. ( No. 
2. Doea your sohool syatem poaaea1 a Pe~aonnel Division? (Cheok the 
ap~ropriate answer.) ( Yea. 
( No. 
3. I! ~ a Board of Examiners and a Personnel Division exist, what is 
the relationship of the Board of Examiners to the Personnel Division? (Check the appropriate answer.) 
( ) a. The Board of Examiners is independent of the Personnel Division. 
( ) b. The Board ot Examiners is a separate but integral part of the 
Personnel Division. 
( ) o. Other? (Please specify. ) 
--------------------------------------
4. By checking in the appropriate columna of the following table, show 
what agenoy does the detailed work of: 
l. Recruiting candidates . tor initial entry into full-time teaching jobs; 
2. Receiving the applications of candidates; 
3. Veri~ying the educational qualifications and teaching experience of 
candidates; 
4. Examining the candidates; 
5. Rating the cand'ida tea. 
Agency 
( 1) (2) (3) (4) (5) 
Recruiting Receiving Verifying Examining Rating 
Candidates Candidates' Candidates' Candidates Candidates 
Applications Records 
Superintendent 
of Schools 
Board of 
Superintendents 
Personnel 
Division 
Board of 
Examiners 
Other? (Please 
specify.) · 
Name of person filling in the check list 
·-----------------------------
Official position ~----------------------------------------~ City ___________________________________ state ______________________________ _ 
Return one copy only, to, Joseph M. O'Leary, 
Room 201, Boston University, School of Education 
84 Exeter Street, Boston ( 16), Massachusetts. ' 
II 
I; 
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APPENDIX B 
BosToN UNIVERSITY 
ScHooL OF EoucATION 
84 EXETER STREET 
BOSTON 16, MASSACHUSETTS 
June 5, 1947 
To the Superintendent of Schools: 
Enclosed is a copy of a check list recently 
submitted to your office. 
I should appreciate very much your filling in 
the check list or designating a person from within 
your organization to do so. 
The substance of the final study will be 
forwarded to youo 
Sincerely yours, 
Joseph M. O'Leary 
Head, Guidance Deportment 
High School of Commerce 
Boston, Massachusetts 
• 
---------~~~ -
EAD MASTER 
BOSTON PUBLIC SCHOOLS 
HIGH SCHOOL OF COMMERCE 
AVENUE LOUIS PASTEUR 
BOSTON 15, MASSACHUSETTS 
To the Superintendent of Sqho·oltn 
Enclosed 1s a copy or a ·check 11st. recentl.y 
subn1tted to your of'f1oe. 
I should appre alate very- much :your tilling 1D 
the check list or de.aignating a per.son from w1 thin 
your· OJ"S.an1Zat1on to do ao. 
The substance or the 1"1 nal study Will be 
r orwarded to- J'OU. 
S1noerely youra,. 
~"to-·~ 
Joseph • O'Leary . 
Head, Gul-danee Department 
230 
BOSTON PUBLIC SCHOOLS 
HIGH SCHOOL OF COMMERCE 
AVENUE LOUIS PASTEUR 
BOSTON 15, MASSACHUSETTS 
ctober 7 , 1947 . 
To the , upe rintendent of Sc h ools: 
Several 1 onths ago a copy of the enclosed 
c he ck list was mailed to the superintendents of 
sc _ools in the ninety- tm~ee l arge st eric an 
c i ties . _ e turns h ave bee n receive _ from e ic;h ty-
ei~ht of them . I wi sh to realize a one undred 
pe r cent re sp onse . Consequently , I should appre -
ciate very much your filling in the check l ist 
or des1 0 n ting a pe r son from vr i th in your ore:;ani -
zation to do so . 
T1.e results of t he fi nal study wil l be 
sub_ itted to yotl. 
Sincere l y yot~s , 
~~(>'~ 
Joseph I.I . O' Leary 
Bead , Gu i d nee Dept . 
231 
EAD MASTER 
Dear I·:'l r . 
BOSTON PUBLIC SCHOOLS 
HIGH SCHOOL OF COMMERCE 
AVENUE LOUIS PASTEUR 
BOSTON 15, MASSACHUSETTS 
November 10 , 1947 . 
Recently , I f orrre.rded a copy of the e n close d 
check li s t to your off i ce . The press of business 
doubt l ess has prevented your a.nsVTer i n - i t . 
So far inety- one of ninety- three large c i ty 
school systems have returned fill ed-in li s ts . I arn 
a.n_xiov.s to achieve a. one hundred per cent response . 
T erefore , I should appreciate very much your 
answer in. · t1e check l i st or desi nating a person 
from within your organizati on to do so . 
su..mmary of the compl eted study wi ll be sent 
to you . 
_hank you for your coopere.tion . 
Si ncerely yours, · 
~~d·~ 
J oseph LI. O' Leary 
Head , Guidance Dept . 
ji 
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2$4. 
INING BOARDS OR COMMITTEES FOR THE SELECTION OF PUBLIC SCHOOL TEACHERS 
For purposes of this study, an Examining Board or Committee for the 
ection of Teachers within the particular public school system is an 
anization whose membership is composed of two or more persons, leg~lly 
egated or assigned the duty of appraising the merit and fitness of 
didates for initial entry into full-time teaching positions within the 
tem. The Board or Committee also may be entrusted with the examination 
applicants for (1) temporary or substitute teaching jobs, and (2) pro-
ion to higher paying jobs within the system. Examining Board or Com-
tee members may devote all or part of their working time to these duties. 
This definition includes Examining Boards or Committees made up of (1) 
erintendent of schools, and assistant superintendent(s) ;(2) superintendent 
full-time examiners; (3) superintendent, asssistant superintendent(s), 
ectors, principals, heads of department, and teachers; (4) superintendent 
members of research bureau; (5) any combination of the preceding; and 
other personnel. 
ORGANIZATION OF THE EXAMINING BOARD OR COMMITTEE 
What is the exact name of the Examining Board or Committee? 
On what date was the Examining Board or Committee created? 
How many members are there on the Examining Board or Committee (exclusive 
of clerks, assistants, etc.)? 
Under what authority does the Examining Board or Committee exist? 
(Check each item that applies.) 
( } a. State law 
( ) b. Municipal ordinance 
( ) c. Board of education. regulation 
( ) d. Policy of superintendent of schools 
( ) e. Other? (Please specify.) ----------------------------------
Kindly fill in the following items relative to membership on your 
Examining Board or Committee. 
Appointed to Examining Board or Committee by I Time devoted to duties of Examio-
Position 
Board of Other ? (Please specify) ing Board or Committee~~ (for example 
.! = g 
Superinten· Education g .e ·.= Full Half Quar-t Other? a Q -- il~~ ter dent of 0 /.. .. 
·= ·; Schools, Q) Q),!!l ~ 00~"0 
.... 
;>Ill ;a ~ 0 J:J 
Examiner. 
'0 u '8 :I 0 Q= 'Q;l..r-1 CjC.IlJ:J 
Principal, :l Ol 8 :;:: ~" ·~ ~.! C]~ Supervisor, ~0 "'J:Joo Ill Q 0 ~ .~ ~ til 
·ou Og"' Q II> 0 
TeacherJ Q ·~ ., 0 0 .... .w .c Q:::: = Q) 
= ·~ c 5 ·~ Jl Q) 0 0 .... Q " 
.S = ~ :I ·~ 0 C) Q) ~ ;> 
..c Cl."' zal ... .. 
. ~ ·u c ~0 .. 0 J:J ., c :I g :l = 00 ::: ·~ Q) oOO ~ .. ~ • ..C 0 
... c ~ ooll:-:: Ill·~ ~ p,. 
1- --
---
---
, To aid in the performance of its duties, does the Examining Board 
or Committee employ part-time assistants from inside or outside the public 
school system? Encircle which answer applies. Yes No 
, If answer is ayesn to number 6, what is the number of assistants 
employed in an average year? ________________________ ___ 
-2-
8. What a·re the regular or full-time jobs of these assistants? 
(Check each item that applies.} . . .. 
( ) a. College professors {outside lo.cal school systeifi) 
( ) b. Local teachers college professors (within own 
school system) 
) c. Assistant superintendents, supervisors (within own 
school system) 
( ) d. Classroom teachers (within own school system) 
( ) e. Physicians { } f. Other? (Please name.) 
9. What are the qualifications for appointment of these 
assistants? 
----------------------~-------------------------
10. What duties are performed by these assistants for the 
Examining Board or Committee? (Check each item that applies.) 
( ) a. Preparing and correcting written examination papers 
{ ) b. Conducting oral interviews of candidates 
( ) c. Evaluating classroom teaching demonstrations by 
candidates 
{ ) d. Physical examination of candidates 
( ) e. Service as proctors 
( ) f. Other? 
------------------------------------------------
11. What remuneration is given to these assistants? (Check each 
item that applies.) 
( } a. If money, how much? ( ) b. Credit towards prom~o-rt'"Yi~o ... n-.~w'""'i""~'t.,.fi-yi_,n__,.s_c~h-o"""'o""'I-s-y""'s...,t-e-m .... --.... II""lf~so, 
please give example. ______________________________ ___ 
~UALIFICATIONS FOR MEMBERSHIP ON EXAMINING BOARD OR COMMITTEE 
12. What qualifications are required for appointment to the 
Examining Board or Committee? (Check each item that applies.) 
( ) a. Master's degree 
( ) b. Graduate courses of specialized nature. (Please 
name.) 
-----------------------------------------------
( c. Specified number of years of teaching experience. 
(Indicate number.) d • Minimum number of _y_e_a_r_s-o""'f,.._..a ... drii,_i_n_i_s ... t_r_a_,t_i_v_e_o_r ______ _ 
supervisory experience. (Indicate number.) ____ _ 
( } e. Particular personal qualities. (Give general 
___ chara~~er~) _______________________________________ _ 
( ) f. Other qua!ii'ica tions? 
--------------------------------
1). Who formulates the qualifications for appointment to the 
Examining Board or Committee? (Check each item that applies.) 
( ) a. Board of education ( ) b. Superintendent of schools 
( ) c. Other? __ ~---· ------------~---------------------
-J-
RESEARCH 
14. Does the Examining Board or Committee maintain a research 
staff whose function is the improvement of the examination 
system? Encircle which answer applies. Yes No 
15. Has the Examining Board or Committee made any studies in the 
following fields? (Check each item that applies.} 
( ) a. Tested the validity of its e:x;aminations -· 
16~ 
17·. 
( ) b, Tested the reliability of its examinations 
( ) c. Obtained the opinion and attitude of teachers within 
the local school system towards the examinations 
d. Prepared a list of the most common mistakes of 
candidates in written English, oral English, and 
subject matter 
e. Determined which provides a better measure of ability; 
a new-type short answer test or an old-type essay 
test 
( ) f. Other studies? 
---------------------------------------
ELIGIBILITY REQUIREMENTS FOR CANDIDATES 
Who determines the eligibility requirements to be met by 
candidates for teaching positions? (Check each item that 
applies.) . ( ) a. Board of education 
( ) b. Superintendent of schools 
( ) c. Personnel division 
( ) d. Examining board or committee ( ) e. Other board or officer? ____________________________ _ 
How many years of educational preparation beyond high school 
graduation are required for initial teacher appointment in 
the school system? (Please encircle the minimum requirement 
for each educational lev~l.) 
· Number of years preparation beyond 
a. Elementary schools 
b, Junior high schools 
o, Senior high schools 
high school 
1 2 
1 2 
1 2 
3 
3 
3 
4 
4 
4 
5 
5 
5 
Please indicate the number of years of education beyond high 
school graduation required for the initial appointment of 
teachers in the so-called non-academic fields, for example, 
industrial -arts. · 
Additional comment? 
----~------------------------------------
199 How many years of previous ·teaching experience are required 
for initial teacher appointment in the school system? (Please encirole the .minimum requi_rement for each educational 
lev:el.__) 
a. Elementary school.s 
b. Junior ·higb schools 
c. Senior high schools 
... 
Number of years of previous 
teaching experience 
0 1 - 2 3 4 5 
0 1 2 3 4 5 -
Q 1 2 3 4 5 
20. Please specify the number .of years of previous teaching 
experience required faT -the initial appointment of teachers in 
the so-called non,-academ1-e fields,. . for example, industrial 
arts. 
~--~----------------------------~--------------------
Ada! tiona! -cOlimlent? . _ 
--------------------~--------------------
21-. Are· age limits established tor ini-tial teacher appointment 
in the school .system? Encircle -which answer applies. 
Yes No 
-·4·· 
22. If answer is ''Yes" to number 21, what are the limits in years? 
(Please fill in the age.) 
a. Elementary schools 
· b. Junior high schools 
c. Senior high echocls 
Lo·wer- age limit Upper age limit 
--~ .. -·~-
. ;, '· 
2). Are married women appointed as new t e achers in the school 
syste~? Enc~.rcle. whi ·'Jh. an2wor applies ,, '{es No 
Only l.n Sp3C:'.eil Cl:rC.'WI.l3 ';:;CnceG 
24. What is the school system practioe rela tive to the appointment 
of local residents as teachers? {Check each item that applies.) 
( ) a. Only local residents are a~pointed . 
( ) b. Non-J.ocal re siden.ts are prrJf'~:!'Tt3J. ever local 
appl .icants 
( ) c. Residence of applicant is imn.J.ater:i.al 
( ) d. Local residents are appointed as new teachers only if 
they have had one or more years of teaching experience 
in another community 
25. Must candidates submit evidence of eligibility by a certain 
date? If so, within what time? 
26. Vfuo determines whether an applicant meets the eligibility 
requirements? (Check each item that applies.) 
( ) a. Superintendent of schools 
~ ) b. Personnel division ) c. Examining board or committee ( ) d. Other board or officer? 
27. Have any changes been made in the eligibility requirements tor 
teachers in your school system during the past five years? 
Encircle which answer applies. Yes No 
28. If answer is "Yes" to number 27, please state nature of 
changes. 
29. What ·sources a~e used in locating prospective teachers? 
(Check each item that applies.) ( ) ·a. Normal school or teachers college maintained by local 
.· _school system . ( l b. Voluntary applications submitted by candidates 
( ) c. Newspaper publication of forthcomi.ng examinations 
( ) d. Distribution of announcements of forthcoming 
examinations to all teacher ... training institutions and 
colleges within surrounding area 
~ ) e. Personal solicitation in other school systems by 
examining board or committee 
( ) f. Commercial teachers agencies 
( ) g. Placement bureaus or teachers colleges, other colleges 
~nd universities, and state .departments of education 
( ) h. Inquiries at teachers conventions ( ) ~. Other ~ources? · 
----------~~----------~~--~~------
- ;o-. -xa--pl'erer-en-o-e- -tn appotntmen-t .given · to- graduates of the 
normal school or teachers college maintained by the local 
school system? Encircle which answer applies. Yes No 
)1. Does the sc~ool system publish in mimeographed or printed 
form a "Circular. of Infonnation for -Applicants"? Encircle 
which answer ·.applies. Yes No 
FORMAL APPLlCATION BLANK 
)2. Are all applicants for . initial teaeh;tng positions in the 
sohool system required· ~o submit a cpmpleted fonnal 
app+.~~a ti9.n~ Enoi:rc~e ···$icp answer applies • Yes No 
237 
·) 
-5- · 
1). It answer is ''Yes·''- to nUlllbe-r 32, . what information about the 
candidate is requested? (Check each item that applies.) 
( } a. Personal data, such as name, eddress, date and place 
( 
of birth, citizenship, and marital status 
) b:e Educational yreparation (general, specific, and 
1 
professional 
( c • Teaching and other experience 
. ( ) d .. Type of position desired 
( ) e. References 
( ) f. Photograph ( ) g. Other information? 
34. To Whose office must a candidate submit his application and 
credentials? (Check each item that applies.) 
( ) a •. Superintendent of schools ( } b! P~rsonnel division 
( ) c. Examining board or committee 
( ) d. Other office? _________ ·-----------------------------
35. Must a resistration fee accompany each tilled-in application 
blank submitted? Encircle which answer applies. Yes No 
36. If answer is "Yes" to number 35, what is the amount? 
·----------------------------------------------37. Must a candidate's application be accompanied by a certi tied 
statement or transcript of courses and degrees or a stete 
certificate? Encircle which answer applies. Yes No 
38. 
.39. 
What agency verifies the applicant's statement of experience 
and checks upon his references? (Check each item that applies.) 
( ) a. Superintendent of schools 
( ) b, Per~onnel division 
( ) c. Examining board or committee 
( ) d. Other board or officer? ________ ~------
What agency usually evaluates the candidate's teaching 
experience and recommendations? (Check each item that applies.) 
( } a. Superintendent of schools 
( ) b. Personnel division 
( ) c. Examining board or committee ( ) d, Other board or officer? _______________________ _ 
40. How long af:~-~J.,Jcations kept in the active file? (Check 
each item that ap~~;~s.) ( ) a. One year ··:-.. ( ) b. Two years '" 
( ) c. Three years ( ) d. Other period? __________________________________ ___ 
M$THODS OF SELECTION: 1. VVRITTEN EXAMINATIONS 
41. Are written examinations required for initial teacher 
appointment in the school system? Encircle which answer 
applies~ Yes No 
42. If the National Teacher Examinations are not required, are 
the res~lts accept~d ~9r consideration by the examining 
board or committee? Encircle which answer applies. Yes No 
43. Must applicants be local residents in order to take the 
written examinations? Encircle which answer applies. Yes No 
44. If wri,tten examinations are required, what applicants must 
take them? (Check each item that applies.} ( · ) a. All applicants 
( ) b •. Only elementary school applicants 
( ) c. Only junior high school applicants 
( ) d. Only senior high school applicants 
( ) -e •. Only applicants without previous teaching experience 
. 
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45. What is the nature of the written examinations? {Check only ~·9 n 
one item.) ~ til ·' 
( ) a. Specialized test for each subject or school division 
( ) b •. General cultural test, identical for all applicants 
( ) c. Test in theory and practice of Education for all 
applicants ( l d. Combination of special, general, and educational tests 
( ) e. Intelligence test 
( ) f. English expression test 
46. In how many subjects are writte~ examinations required from 
a candidate for one teaching position? (Please give 
number only.) 
------------------------------------------------
47. Why does the school system give written examinations? 
(Please describe.) 
--------------------------------------------
48. How many applicants take the written examina~ions in the 
school system annually? (Give number.) ______________________ _ 
49. How many applicants fail annually to pass the written 
examinations? (Please give approximate number.) 
-----------
50. Are applicants who take the written examinations required to 
pay a fee? Encircle which answer applies. Yes No 
51. If answer is "Yes" to number 50, what is the amount? $ _______________________________________________ __ 
52. What agency finally receives the written examination fee? 
(Check each item that applies.) 
( ) a. Board of education 
( ) b. Examining board or committee 
( ) c. General fund of the city 
( ) d. National committee on teacher examinations 
( ) e. Other agency?----------~----------------------------
53. What types of questions are used in the written examinations? 
(Check each item that applies.) 
( ) a. Objective or short-answer type 
( ) b. Essay type 
( ) c. Both objective and essay type 
54. Who prepares the written examination questions? (Check each 
item that applies.) 
( ) a. College professors (outside local school system) 
( ) b, Local teachers college professors (within own school 
system) 
( ) c. Assistant superinte~dentsl directors, principals 
(within own school system] 
( ) d. Classroom teachers {within own school system) 
( ) e. National committee on teacher examinations ( ) f. Other board or person? ______________________________ _ 
55. Are the written examination papers graded by the same persons 
who prepared the questions? Encircle which answer applies. 
Yes No 
56. Is the identity of the applicant's written examination paper 
concealed from the rater? Encircle which answer applies. 
Yes No 
'5?. Are ·the National Teacher Examinations given to applicants in 
the school system? Encircle which answer applies. Yes No 
58. It answer is "Yes" ~o number 57, wha.t is the extent of their 
usage? (Check each item that applies.) · 
{ ) a~ Common examination battery required for all candidates 
( ) b. Parts of common examination battery are omitted 
( ) c. Optional examinations (one or more} in particular 
subject matter field · 
-7-
9. How are the written examinations scheduled'? (Check each item 240 
that applies.) ( ) a. Regularly fixed annual schedule 
( ) b. Irregularly, as need.s of the school system demand 
o. Are passing marks specified and announced in advance of .the 
written examinations? Encircle which answer applies. Yes No 
1. Are passing marks set after the results of the written .. 
examinations have been ascertained? Encircle which answer 
applies. Yes No · 
2. Does failure to pass the written examinations eliminate a 
candidate from further consideration? Encircle which answer 
app~ies. Yes No 
3. What effort is made to establish comparability as to 
difficulty in successive written examinations? (Check each 
item that applies.) · ( ) a. Use of varying percentage of previous examination . 
questions ( } b. Special instructions to assistants who prepare questions 
( } e. Use of National Teacher E~aminations { ) d. Other method? ____________________________________ ___ 
How much attention is given to proper English usage by the 
candidate in the written examinations? (Check each item 
that applies.) 
( ) a. Specific standard must be attained 
( ) b. Special readers evaluate the candidate's written 
English 
c. All candidates must pass a special Minor written 
examination in English usage (excepting Major English 
group candidates) 
) d. Other method? 
----------------------------------------)5. Are candidates required to pass a handwriting test? Encircle 
which answer applies. Yes No 
)6. Are candidates required to take a performance or technical 
examination to indicate special knowledge and skill, apart from 
the classroom demonstration of teaching ability? Encircle 
which answer applies. Yes No 
57. If answer is "Yes" to number 66, what are the fields? (Check 
each item that applies.) 
( ) a. Typewriting and Stenography 
( ) b. Arts and Crafts 
( ) c. Physical Education 
( ) d. Home Economics 
( ) e •. Industrial Arts 
( ) f. Mechanical and Architectural Drafting 
( ) g. Modern Languages 
( ) h. Music 
( ) i. Other fields? -------------------------------------
2. CLASSROOM DEMONSTRATION OF TEACHING ABILITY 
68. Are applicants required to give a classroom demonstration 
of teaching ability for initial appointment in the school 
system? Encircle which answer applies. Yes No 
69. If answer is "Yes" to number 68, what applicants must take 
this test? (Check each item that applies.) ( ) a. All applicants · 
( ) b. Only elementary school applicants 
( ) c. Only junior high school applicants 
( ) d. Only senior high school applicants 
( ) e .• Only applicants who lack course in practice teaching 
( ) f. Only applicants in certain subjects (Please mention) 
( ) g. Other applicants? 
-----------------------------------
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70. Who usually evaluates the classroom demonstration ot teaching 24 1 
ability? (Check each item that applies.) · -
} a. Superintendent or schools 
( ) b. Member or examining board or committee 
( ) c. Re~resentative ot examining board or committee 
( } l. Principal 
( } 2. Director or supervisor ( ) 3. Head of department 
( ) d. Other person? ---------------------------------------
?l. How many persons evaluate the classroom demonstration ot 
teaching ability? {Check each item that applies.) 
( ) a. One 
( ) b. Two 
( ) c. Other number of persons? ------------------------------
?2. How many classroom demonstrations ot teaching ability must an 
applicant give? (Check each item that applies.) 
( ) a. One 
( ) b. Two ( ) c. Other number? 
73. If answers to number 71 and number 72 indicate more than one 
evaluator and more than one demonstration, please check 
whichever item applies. 
74. 
( ) a. Evaluators observe demonstrations separately 
( ) b. Evaluators observe demonstrations collectively 
How much time is given to the classroom demonstration of 
teaching ability? (Check each item that applies.) 
( ) a. One complete teaching period ( ) b. Two complete teaching periods 
( ) c. Other time? 
75. Where is the classroom demonstration ot teaching ability 
siven? (Check each item that applies.) ( ) a. All applicants must give the demonstration before a 
class in the local school system 
( ) b. Applicants teaching in other nearby school systems are 
visited in their own classrooms ( ) . c. Applicants teaching in other school systems relatively 
dis~ant from local system must give the demonstration 
before a class in the local school 
76. How much advance time is allowed a candidate to familiarize 
himself with the local school or class before whom he is to 
give the demonstration of teaching ability? (Check each item 
that applies.) ( ) a. No time at all ( ) b. One day 
( ) c. As much time as candidate desires 
( ) d. Other time? . 
-------------------------------------------
17. Are candidates supplied with written instructions, prepared 
by the local examining author! ties, for guidance in presenting 
the classroom demonstration of teaching ability? Encircle 
which answer applies. Yes No 
?e. What steps are taken in the local school system to standardize 
conditions for the classroom demonstration of teaching ability 
by the various applicants? (Check each item that applies,) ( ) a. "Normal" class is chosen t'or the demonstration lesson 
{ ) b. "Good" teacher's class is selected for the demonstration 
lesson 
( ) c. All rating officials meet in advance of the 
demonstration to standardize their criteria or good 
teaching ( ) d. Other steps? 
3. PERSONAL INTERVIEW 
79. Are personal interviews required tor all applicants for 
initial teaching positions in the school system? Encircle 
whic~ answer applies. Yea . No 
I 8C 1\ v~ . :. I ' :"':" 
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SO. Are personal interviews with applicants held at the discretion 
of the selecting agency? Encircle which answer applies. 24 2 
Yes No 
81. Is the classroom demonstration of teaching ability by a 
candidate used as a substitute for the personal interview? 
Encircle which amnrer applies. Yes No 
82. Who usually conducts the personal interview? (Check each item 
that applies. ) 
( ) a. Superintendent of schools 
( ) b. Member of examining board or committee 
( ) c. Principal 
( ) d. Director or supervisor 
( ) e. Head of department 
( ) f. Specially designated committee of scho-el staff 
( } g. Other persons 
83. How many persons interview or rate the applicant? · Enctrcle 
the number which applies. 1 2 3 4 5 6 7 8 9 10 
84. How many interviews must a candidate undergo? {Check each 
item that applies.) 
( ) a. One 
( ) b. Two 
( ) c. Other number?-------------------------------------------
85. If answers to number 83 and number 84 indicate more than one 
rater and more than one interview, please check whichever 
item applies. ( ) a. Raters interview applicant separately 
( ) b. Raters interview applicant collectively 
86. What is the length of the personal interview? (Check each 
item that applies.) 
( ) a. Fifteen minutes 
( ) b. From fifteen to thirty minutes 
( ) c. From thirty minutes to one hour 
( ) d. No uniform time 
( ) e. Other length? 
87. Are applicants required to receive or achieve a specified 
mark or rank in the viTitten examinations in order to be 
eligible for the personal interview? Encircle which answer 
applies. Yes No 
88. What are the main purposes of the personal interview? (Check 
each item that applies.) 
( ) a. ~udge candidate's command of oral English 
( ) b. Check candidate's voice 
( ) c. Rate candidate's physical appearance and dress 
( ) d. Ascertain candidate's educational philosophy 
( ) e. Determine candidate's range of interests 
( ) f. ~udge candidate's mental alertness 
( ) g. Evaluate candidate's poise and judgment 
( ) h. Determine candidate's aptitude for position 
( ) i. Appraise candidate's personality 
( ) j. Other purposes? __________ ~-----------------------------------
89. What special efforts are made to standardize the personal 
interview procedure? (Check each item that applies.) 
( } a. Each interviewer is provided with a unifor.m check list 
or outline of traits or qualities on which information 
is desired · 
( ) b. Each interviewer is supplied with a score card or 
rating sheet, plus written definitions of the rating 
items and instructions on how to record ·the ratings 
( ) c. Interviewers strive to achieve comparable ·stan<lards-
by advance practi·ce testing 
( ) d. Other efforts? 
--------------------------------------------------
90. Is your method of evaluating candidates in the personal 
interview base<l on the so .. oalled "man-to-man" scale? 
Encircle which answer applies. Yes No 
•10-
l. May candidates be eliminated in the personal : interview 
despite their passing the written examinations and meeting 
other educational and experience requirements? Encircle 
which answer applies~ Yes No 
2. If answer is "Yes·" to number 91, please indicate briefly 
the rea sons therefor. . ;. 
4. MEDICAL EXAMINATIONS 
). Are all applicants required to pass a medical examination? 
Encircle which answer applies. Yes No 
4. If medical examinations are required, who certifies as to an 
applicant's fitness? (Check each item that applies.) 
( ) a. Medical officer of the local board of education 
( ) b. Physician chosen from the list approved by the board 
of education 
( ) c. Any licensed physician 
·5. Is the formulation of health standards the exclusive province 
of the examining board of committee? Encircle which answer 
applies. Yes No 
16. If answer is "No 11 to number 95, what agency formulates 
health standards tor applicants? Please mention. __________ __ 
"WEIGHTS" ASSIGNED TO PARTS OF TEACHER SELECTION EXAMINATION 
~7. Are specific "credits" or "weights" assigned to the various 
parts of the teacher selection examination and then totaled 
to determine the mark of each candidate for an initial 
teaching position? Encircle which answer applies. Yes No 
~8. If "weights" are assigned to the several parts of the teacher 
selection examination, w4at are the amo~ts? (Please specify,) 
% ( 
( 
( 
( 
( 
( 
( 
( 
( 
( 
( 
or 
) 
) 
) 
) 
) 
) 
) 
) 
) 
) 
) 
Points ( . ) a • 
( ) b. 
( ) c • 
{ ) d. 
( ) e • 
t ) f. 
Major written examination 
1st Minor written examination 
2d Minor written examination 
Classroom demonstration of 
teaching ability 
Personal interview 
Minimum educational and pro-
fessional training 
( 
( 
( 
( 
( 
) g. "Extra" educational and 
professiqnal training ) J:t~ Minimum teaching experience 
) ~" "Ext:ra" teaching experience 
) j. -Letters of recommendation 
) k. Other standards? 
( ) ( ) 1. Total % or points 
99. What total composite score must a candidate achieve on the 
teacher selection examination in order to pass? (Check each 
item that applies~) 
( ) a .. None 
( ) b. Varies with conditions ( ) c. Score? 
( ) d. Rank? ( ) e. -other? _______ _ 
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ELIGIBLE LISTS OF CANDIDATES 
100. Does the teacher selection examination result in the creation 
of unrated lists conteinJ.ng nrunes of approved candidates? 
Encircle which answor applies , Yes No 
lOlr·Are initial te s ching appointments_ made from eligible or 
rated lists cont aining nar:1es · of the candidates arranged in the 
order of thei= standing, as determined by their total marks? 
Encircle which answer appliese Yes No 
102. Must all initial teaching appointments be made in the order 
of the candidates' names on the rated eligible lists? 
Encircle which answer applies. Yes No 
103. In the teacher selection process, is preference of any kind 
given to candidates who are honorably discharged veterans 
of service in the United States armed forces during wartime? 
Encircle which answer applies. Yes No 
104. If answer is ''Yes" to number 103, what is the nature of this 
~reference? (Check each item that applies.) 
( ) a. The hames of non-disabled veterans who pass the 
prescribed examinations. are placed on the eligible 
lists in the order of their respective standings 
above the nam~s of all other non-veteran candidates 
( } b. The names of qualified disabled veterans are placed 
on the eligible lists in the order of their respective 
standings ahead of the names of all other candidates 
( } c. Extra points are added to the scores of applicants in 
non-disabled veterans status. (Please specify 
amount.) 
( d. Extra points, beyond the total given to non-disabled 
veterans,. are added to the scores of disabled veteran 
applicants. (Please state amount.) 
105. May any one of the first three candidates on the rated 
eligible lists be appointed? Encircle which answer applies. 
Yes ·No 
L06. Are successive rated eligibl~ lists merged? Encircle which 
answer applies. Yes No 
.07. Must an earlier rated eligib~e list be exhausted before 
appointments are made from a subsequently prepared eligible 
list? Encircle which answer applies. Yes No 
08. Is there a time limit on the life of a rated eligible list? 
Encircle which answer applies. Yes No 
09. If answer is "Yes" to number 108, what is the length? (Check 
each item that applies.) 
( } a. Two years 
( ) b. Three years 
( ) c. Other length? 
to .- Do separate rated eligible lists exist for men and women? 
Encircle which answer applies. Yes No 
.1. After the rated eligible lists have been organized by the 
examining board or committee, do these lists then become 
rinal? Encircle which answer applies. Yes No 
2. If ·answer is "No" to number 111, what agency or officer 
cel"tifies these eligible lists as final? (Check each item that 
applies.) 
( ) a. Board of education 
( ) b. Superintendent of schools 
( ) c. Board of superintendents 
( ) d. Personnel division 
( ) e. Other agency or officer~ 
•' I. ,; • 
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What publicity.is given to rat~d el~gibl~ lists? (~~eck each 
item that appl1as.) · ( ) a. Published as a matter of public recor-d ( ) b. Restricted to telling individual candidates or their 
comparative standings 
) c. Other publicity? 
How much time elapses from the day the candidates take the 
written examinations to the certification or publication 
of the rated eligible lists? (Check each item that applies.) 
( ) a. Three months 
( ) b. Six months 
( ) c. Nine months 
( ) d. Other time? ---------------------------------------
NOMINATION AND APPOINTMENT OF CANDIDATES 
115. What is the relationship between the superintendent of 
schools and the board of education relative to the selection 
and appointment of teachers? (Check each itam that applies.) 
( ) a. The superintendent of schools nominates individual 
candidates on the eligible lists and the board of 
education makes the actual appointment 
( ) b. The superintendent of schools selects and appoints 
teache rs from the eligible lists without any 
participation by the board of education ( ) c. Other practices? ____________________________________ _ 
116. How many teaching appointments were made in the school 
system during 1946? 
PROBATIONARY PERIOD FOR NEW TEACHERS 
117. Are teachers appointed from the eligible lists required to 
serve on probation tor a specified period before receiving 
permanent appointments? Encircle which answer applies. 
~s ~ . . 
118. If answer is "Yes" to number 117, what is the length of the 
period? (Check each 1 tem that applies. ) 
( ) a. One year 
{ } b. Two years 
( ) c. Three years 
( ) d. OtheJ: period?---------------------
119. Who determines the fitness of probationary teachers for 
permanent appointment? (Check each item that applies.) 
( ) a. Superintendent of schools 
( ) b. Personnel division 
( ) c. Examining board or committee 
( ) d. Supervisors 
( ) e. Principals 
( ) f. Other agency or officer? 
-------------------------------
120, Has the examining board or committee made any studies of 
probationary teachers in order to check its methods of 
selection? Encircle which answer applies. Yes No 
121. Over the period of the past five years, what percentage ot 
probationary teachers failed to secure permanen~ 
appointment? · % 
~ - · 
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SUBSTITTJTE TEAC!!mJ.l.S 
122. What methods are usually employed in the selection or 
substitutes or temporary teachers for the school system? 
(Check each -item that applies.) 
123. 
124. 
( ) a. Wri tte.n examine tions ·· 
( ) b. Persona:! interview 
( ) c. Formal application blank 
( ) d. Other method? --~----------------------------------
What school agency or officer examines and rates candidates 
for substitute teachers positions? (Check each item that 
applies.) . . 
( ) a. · Superintendent of schools · 
( ) b. Personnel division ( ) c. Examining board or committee 
( ) d. Other agency or officer? ------~+-------~-----------
What school agency or officer is responsible for the 
training of substitute teachers? (Ch~ok eAch item that 
apflies.) ( a. Superintendent of schools 
( ) b. Personnel division 
( ) c. ~xamihing board or committee 
( ) d. Other agency or officer? 
PROMOTION OF TEACHERS 
125. What practice is followed within the school system ih 
promoting teachers ·to positions with hi~er pay and greater 
responsibility? Examples of such posit~ons are heads of . 
departments, principals, directors, and other supervisory 
positions. (Check each item that applies.) · 
( ) a. No for.mal procedure exists; each promotion is ~ade 
on individual basis 
( ) b. Prescribed procedure involving written examination 
( ) c. Prescribed procedure involving rating of record 
( ) d. Other practice? 
126. Are promotions to positions as heads of departments, . 
principals, directors, and other supervisory posts within 
your school system restricted to _ those who are eurrent 
members of the instructional staff? Encircle Which answer 
applies. Yes No 
127. Are promotions to positions as heads of departments, 
principals, directors, and other supervisory p_osts within 
your school system restricted to those who have been at on~ 
time members of your instructional staff? Encircle whicn 
answer applies. Yes No 
128. What school agency or officer formulates the items included 
-- in th-e-sp-e-ci-I'ied procedure for promotion? (Check each item that 
applies.) 
.( ) a. Super in tende.nt of schools { J b. Board of superintendents ( ). cA Personnel division ( l d. Examining board or committee 
( ) e. Committee consisting of administrators, supervisors, 
and classroom teachers 
( ) f. Other agency or officer? 
129. What school agency or officer is responsible for the 
preparation of promotional eligibility lists? (Check each 
item that applies. ) 
{ ) a. Superintendent of schools 
( ) b. Board of superintendents ( ) o, Personnel division 
( ) d. Examining board or committee 
( ) e. Other agency or officer? 
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130. What publicity is given to rated lists of candidates for 
promotion? (Check each i.tem that applies.) 
( ) a. Published as a matter ot· public record 
( ) b. Restricted to telling individual candidates of their 
comparative standings 
( ) c. Other publicity? -----------------------------------
131. If rated lists of candidates for promotion are prepared, 
what is the life of these lists? (Check each item that 
applies.) ( ) a • One year 
( ) b. Two years ( ) c. Three years 
( ) d. Other time? ---------------------------------------
132. If rated lists of candidates for promotion are prepared, 
are separate lists maintained for men and women? Encircle 
which answer applies. Yes No 
Name of person filling in the check list 
-------------------------
Official position----------------------------------------------
City State 
--------------------------
Return one copy only, to 
Joseph M. O'Leary 
Room 201, Boston Univerelty 
School of Education 
84 Exeter Street 
Boston 16, Massachusetts 
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APPENDIX D 
EXAMINING BOARDS OR COMMITTEES 
FOR THE SELECTION OF 
PUBLIC SCHOOL TEACHERS 
EXAMINING BOARDS OR COMMITTEES FOR THE SELECTION 
OF PUBLIC SCHOOL TEACHERS 
For purposes of this study, an Examining Board or Com-
mittee for the Selection of Teachers within the particular public 
school system is an organization whose membership is composed 
of two or more persons1 legally delegated or assigned the duty 
of appraisio:g the merit and :fitness of candidates; for initial: entry 
into full-time teaching positions. within the sys.tem. The Board 
or Committee also may be entrusted with the examination of 
applicants for (];) temporary or sUJhstitnte teachlng jobs, and 
(2) promotion to higher paying jobs within the system. Examin-
ing Board or Committee members may devote all or part of 
their working time to these duties. 
This definition includes Examining Boards or Committees 
made up of (1) superintendent of schools, and assistant super-
intendent(s); (2) superintendent and full-tme examiners; (3) 
superintendent, assistant superintendent(s), directors, princi-
pals, heads of department, and teachers; ( 4) superintendent 
and members of research bureau; (5) any combination of the 
preceding; and ( 6) other personnel. 
Organization of the Examining Board or Committee 
1. What is the exact name of the Examining Board or Committee? 
.................. ...... .... ............................................................................ 
2. On what date was· the Examining Board or Committee created? 
.. .... .... ............................ .... ............. ................... ... .. .. ........... ... ......... 
3. How many members are there on the Examining Board or Com-
mittee (exclusive of clerks, assistants, etc.) ? .... ........ ... ...... .. ...... . 
4. Under what authority does the Examining Board or Committee 
exist? (Check each item that applies.) 
( ) a. State law 
( ) b. Municipal ordinance 
( ) c. Board of education regulation 
( ) d. Policy of superintendent of schools 
( ) e. Other? (Please specify.) .. ...... .. ...... .. .... .. ......... .. .. ..... ... . 
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6. To aid in the performance of its duties, does the Examining 
Board or Committee employ part-time assistants from inside or 
outside the public school system? Encircle which answer 
applies. Yes No 
7. If answer is "Yes" to number 6, what is the number of assist-
ants employed in an average year? ........ .. .... ........ ............ ....... .... . 
8. What are the regular or full-time jobs of these assistants? 
(Check each item that applies.) 
( ) a. College professors (outside local school system) 
( ) b. Local teachers college professors (within own school 
system) 
c. Assistant superintendents, supervisors (within own 
school system) 
( ) d. Classroom teachers (within own school system) 
( ) e. Physicians 
( ) f. Other? (Please name.) .. ....... ... ... .......... .. .. ... ..... .. ... ..... . 
9. What are the qualifications for appointment of these assistants? 
10. What duties are performed bv these assistants for the Examin-
ing Board or Committee? (Check each item that applies.) 
( ) a. Preparing and correcting written examination papers 
( ) b. Conducting oral interviews of candidates 
( ) c. Evaluating classroom teaching demonstrations by can-
didates 
( ) d. Physical examination of candidates 
( ) e. Service as proctors 
( ) f. Other? ....... .. .. ... ....... ............ ............... ...... ..... ....... ......... . 
11. What remuneration is given to these assistants? (Check each 
item that applies. ) 
( ) a. If money, how much? ...... ......... ....... ........ ...... ... ...... ........ . 
( ) b. Credit towards promotion within school system. If 
so, please give example .. ......... ....... ... ... ........ ...... ... ... .. .. .. . 
Qualifications for Membership on Examining Board or Committee 
12. What qualifications are required for appointment to the Exam-
ining Board or Committee 1 (Check each item that applies.) 
( ) a. Master's degree 
( ) b. Graduate courses of specialized nature. (Please name.) 
.. ...... ......... .. ... ... ........... .... ...... · ... ..... ... ............................ .... . 
c. Specified number of years of teaching experience. 
(Indicate number.) .. ....... ................. ... .... .... ... ...... ......... . 
d. Minimum number of years of administrative or super-
visory experience. (Indicate number.) ..... ................ . 
) e. Particular personal qualities. (Give general character.) 
) f. Other qualifications? ... .......... ........ ........ ...... ... ....... .. .. ... .. 
13. Who formulates the qualifications for appointment to the Exam-
ining Board or Committee? (Check each item that applies.) 
( ) a. Board of education 
( ) b. Superintendent of schools 
( ) c. Other? .. .. ..... .. ..... .... ...... ..... ...... ... ..... ... .... ..... ... .... ... .... .... .. . 
Research 
14. Does the E xamining Board or Committee maintain a research 
staff whose f .unction is the improvement of the examination 
system? Encircle which answer applies. Yes No 
15. Has the Examining Board or Committee made any studies in the 
following fields? (Check each item that applies.) 
( ) a. Tested the validity of its examinations 
( ) b. Tested the reliability of its examinations 
( ) c. Obtained the opinion and attitude of teachers within 
the local school system towards the examinations 
d . Prepared a list of the most common mistakes of candi-
dates in written English, oral English, and subject 
matter 
e. Determined which provides a better measure of ability; 
a new-type short answer t est or an old-type essay test 
f. Other studies? ....... .... .. .. ... .... ... ... ............ ... ........ .... ........ . 
··· ········· ···· ··· ·········· ··· ··· ···· ··· ············ ··· ········· ··· ·· ······· ····· ······ · 
·· ·· ········· ······ ····· ·· ··· ····· ····· ···· ···· ··· ·· ··· ···· ··· ·•······· ··· ··········· ····· 
Eligibility Requirements for Candidates 
16. Who determines the eligibility requirements to be met by candi-
dates for teaching positions? (Check each item that applies.) 
( ) a. Board of education 
( ) b. Superintendent of schools 
( ) c. Personnel division 
( ) d. Examining board or committee 
( ) e . Other board or officer? .... 00 •• •• • • 00 • ••• • • • 00 00 ••• •• • • •• ••• • •••• •••• •••••• 
17. How many years of educational preparation beyond high school 
graduation are required for initial teacher appointment in the 
school system? (Please encircle the minimum requirement for 
each educational level.) 
a. Elementary schools 
b. Junior high schools 
c. Senior high schools 
Number of years preparation 
beyond high school 
1 2 3 4 5 
1 2 3 4 5 
1 2 3 4 5 
18. Please indicate the number of years of education beyond high 
school graduation required for the initial appointment of teach-
ers in the so-called non-academic fields, for example, industrial 
arts . ... .......... ........ .. ... .. ....... ... .... ..... ...... ........... ..... ..... .. ........ ........ .. . . 
Additional comment? ..... .. ................ .. .......................................... . 
19. How many years of previous teaching experience are required 
for initial teacher appointment in the school system? (Please 
encircle the minimum requirement for each educational level.) 
Number of years of previous 
teaching experience 
a. Elementary schools 0 1 2 3 4 5 
b. Junior high schools 0 . 1 2 3 4 5 
c. Senior high schools 0 1 2 3 4 5 
20. Please specify the number of years of previous teaching ex-
perience required for the initial appointment of teachers in the 
so-called non-academic fields, for example, industrial arts. 
Additional comment? .......... ... ................ ....... ........ ...... ... .............. . 
21. Are age limits established for initial teacher appointment in the 
school system? Encircle which answer applies. Yes No 
22. If answer is "Yes" to number 21, what are the limits in years? 
(Please fill in the age.) 
Lower age limit Upper age limit 
a. Elementary schools 
b. Junior high schools 
c. Senior high schools 
I 
I j 
'I 
23. Are married women appointed ·as new teachers in the school 
system? Encircle which answer applies. Yes No 
Only in special circumstances 
24. What is the school system practice relative to the appointment 
of local residents as teachers? (Check each item that applies.) 
) a. Only local residents are appointed 
) b. Non-local residents are preferred over local applicants 
) c. Residence of applicant is immaterial 
) d. Local residents are appointed as new teachers only if 
they have had one or more years of teaching experi-
ence in another community 
25. Must candidates submit evidence of eligibility by a certain date? 
If so, within what time? ............................................................... . 
26. Who determines whether an applicant meets the eligibility re-
quirements? (Check each item that applies.) 
( a. Superintendent of schools 
( b. Personnel division 
( c. Examining board or committee 
( d. Other board or officer? ................................................. . 
27. Have any changes been made in the eligibility requirements for 
teachers in your school system during the past five years? 
Encircle which answer applies. Yes No 
28. If answer is "Yes" to number 27, please state nature of changes. 
29. What sources are used in locating prospective teachers ? (Check 
each item that applies.) 
( ) a. Normal school or teachers college maintained by local 
school system 
b. Voluntary applications submitted by candidates 
c. Newspaper publication of forthcoming examinations 
d. Distribution of announcements of forthcoming exam-
inations to all teacher-training institutions and colleges 
within surrounding area 
e. P ersonal solicitation in other school systems by exam-
ining board or committee 
f. Commercial teachers agencies 
g. Placement bureaus of teachers colleges, other colleges 
and universities, and state departments of education 
h. Inquiries at teachers conventions 
i. Other sources? .. ..... ..... ..... .... .................... .. .......... .......... . 
30. Is preference in appointment given to graduates of the normal 
school or teachers college maintained by the local school system? 
Encircle which answer applies. Yes No 
31. Does the school system publish in mimeographed -or printed form 
a "Circular of Information for Applicants"? Encircle which 
answer applies. Yes No 
Formal Application Blank 
32. Are all applicants for initial teaching positions in the school 
system required t<i submit a completed formal application? En-
circie which answer applies. Yes No 
33. If answer is "Yes" to number 32, what information about the 
candidate is requested? (Check each item that applies.) 
( ) a. Personal data, such as name, address, date and place 
of birth, citizenship, and marital status 
) b. Educational preparation (general, specific, and pro-
fessional) 
( ) c. Teaching and other experience 
( ) d. Type· of position desired 
( ) e. References 
( ) f. Photograph 
( ) g. Other information? .. ... .... ..... ..... ...... .... .. ... .. ....... ...... ...... . 
34. To whose office must a candidate submit his application and cre-
dentials? (Check each item that applies.) 
( ) a . Superintendent of schools 
( ) b. Personnel division 
( ) c. Examining board or committee 
( ) d. Other office? ...... .... .. .. .... .. ..... ..... .. .................... .... ........ ... . 
35. Must a registration fee accompany each filled-in application 
blank submitted? Encircle which answer applies. Yes No 
36. If answer is "Yes" to number 35, what is the amount? $ .. ... ..... . . 
37. Must a candidate's application be accompanied by a certified 
statement or transcript of courses and degrees or a state cer-
tificate? Encircle which answer applies. Yes No 
38. What agency verifies the applicant's statement of experience 
and checks upon his references? (Check each item that applies.) 
( ) a. Superintendent of schools 
( ) b. Personnel division 
( ) c. Examining board or committee 
( ) d. Other board or officer? .. .... .......... .. .... ............ ... .. ... ....... . 
39. What agency usually evaluates the candidate's teaching experi-
ence and recommendations? (Check each item that applies.) 
( ) a. Superintendent of schools 
( ) b. Personnel division 
( ) c. Examining board or committee 
( ) d. Other board or officer? ....... ......... ....... .. ........ .... ....... .... .. 
40. How long are applications kept in the active file? (Check each 
item that applies.) 
( ) a. One year 
( ) b. Two years 
( ) c. Three years 
( ) d_. Other period? .. ........ .... .... ..... .. ....... .. .. ..... .... ..... ... ..... .. ..... . 
41. 
42. 
43. 
44. 
.45. 
46. 
Methods of Selection: 1. Written Examinations 
Are written examinations required for initial teacher appoint-
ment in the school system? Encircle which answer applies. 
Yes No · 
If the National Teacher Examinations are not required, are the 
results accepted for consideration by the examining board or 
committee? Encircle which answer applies. Yes .No 
Must applicants be local residents in order to take the written 
examinations? Encircle which answer applies. Yes No 
If written examinations are required, what applicants must take 
them? (Check each i tern that applies.) 
( ) a. All applicants 
( ) b. Only elementary school applicants . 
( ) c. Only junior high school applicants 
( ) d. Only senior high school applicants 
( . ) e. Only applicants without previous teaching experience 
What is the nature of the written examinations? (Check only 
one,.item.) · · · · · .. 
( ) a. Specialized test for each subject or school division 
( ) b. General cultural test, identical for all applicants 
( ) c. Test in theory and practice of Education for all appli-
cants 
( d. Combination of special, general, and educational tests 
( e. Intelligence test 
( f. English expression test _ 
In how many subjects are written examinations required from a 
candidate for one teaching position? (Please give number only.) 
47. Why does the school system give written examinations? (Please 
describe.) ......................... .............................. ... .. .... ..... ........ .. ....... .. . 
• • • • • • • • • • • • • • • • • • • • 0 • 0 0 • 0 • • ••• 0 • •• 0 0 • •• •• 0 0 •• 0 • ••• 0 • 0 • ••••••• 0 ••• 0 ' ••••• 0 ••••••• 0 • 0 ~ 0 •• • • • • •• •••• 0 • •• • • 
············ ····························· ·· ··········· ·· ······ ···················· ········· ······· ·· ···· 
48. How many applicants take the written examinations in the 
school system annually? (Give number.) ................... ..... ........ .. 
49. How many applicants fail annually to pass the written exam-
inations ? (Please give approximate number.) .. ...... ........ ..... .. .. . 
50. Are applicants who take the written examinations required to 
pay a fe e ? Encircle which answer applies. Yes No 
51. If answer is "Yes" to number 50, what is the amount? $ ........ .. 
52. What agency finally receives the written examination fee? 
(Check each item that applies.) 
( ) a . Board of education 
( ) b. Examining board or committee 
( ) c. General fund of the city 
( ) d. National committee on teacher examinations 
( ) e. Other agency? .. .......... ........ .. .................... .. ....... .... ... ...... .. 
53. 
54. 
What types of questions are used in the written examinations? 
(Check each item that applies.) 
( ) a. Objective or short-answer type 
( ) b. Essay typ~ 
( ) c. Both objective and essay type 
Who prepares the written examination questions? 
item that applies.) 
(Check each 
( ) 
( ) 
a. College professors (outside local school system) 
b. Local teachers college professors (within own school 
system) 
( ) c. ,Assistant superintendents, directors, principals (within 
( 
( 
( 
own school system) 
) d. Classroom teachers (within own school system) 
) e. National committee on teacher examinations 
) f. Other board or person? .. ....... ........ ....... .... .... .. ...... ...... .. . . 
55. Are the written examination papers graded by the same persons 
who prepared the questions? Encircle which answer applies. 
Yes No 
56. Is the identity of the applicant's written examination paper 
concealed from the rater? Encircle which answer applies. 
Yes No 
57. Are the National Teacher Examinations given to applicants in 
the school system? Encircle which answer applies. Yes No 
58. If answer is "Yes" to number 57, what is the extent of their 
usage? (Check each item that applies.) 
a. Common examination battel'Y required for all candi-
dates 
b. Parts of common examination battery are omitted 
c. Optional examinations (one or more) in particular sub-
ject matter field 
59. How are the written examinations scheduled? (Check each 
item that applies.) 
) a. Regularly fixed annual schedule 
) b. Irregularly, as needs of the school system demand 
60. Are passing marks specified and announced in advance of the 
written examinations? Encircle which answer applies. Yes No 
61. Are passing marks set after the results of the written examina-
tions have been ascertained? Encircle which answer applies. 
Yes No 
62. Does failure to pass the written examinations eliminate a can-
didate from further consideration? Encircle which answer 
applies. Yes No 
63. What effort is made to establish comparability as to difficulty 
in successive written examinations? (Check each item that 
applies.) 
( ) a. Use of varying percentage of previous examination 
questions 
( ) b. Special instructions to assistants who prepare questions 
( ) c. Use of National Teacher Examinations 
( ) d. Other method? .. ............ ...... ..... .... .... ... ..... ............. ......... . 
64. How much attention is given to proper English usage by the 
candidate in the written examinations? (Check each item that 
applies.) 
( ) a. Specific standard must be attained 
( ) b. Special readers evaluate the candidate's written 
English 
c. All candidates must pass a special Minor written 
examination in English usage (excepting Major Eng-
lish group candidates) 
d. Other method? ...... .. ... ........ ........................................... .. 
65. Are candidates required to pass a handwriting test? Encircle 
which answer applies. Yes No 
66. Are candidates required to take a performance or technical 
examination to indicate special knowledge and skill, apart from 
the classroom demonstration of teaching ability? Encircle 
which answer applies. Yes No 
67. If answer is "Yes" to number 66, what are the fields? (Check 
each item that applies.) 
( ) a. Typewriting and Stenography 
( ) b. Arts and Crafts 
( ) c. Physical Education 
( ) d. Home Economics 
( ) e. Industrial Arts 
( ) f. Mechanical and Architectural Drafting 
( ) g. Modern Languages 
( ) h. Music 
( ) i. Other fields? ...... ..... .. ... ..... .. ... .... ....... ..... .......... ......... .... .. . 
2. Classroom Demonstration of Teaching Ability 
68. Are applicants required to give a c'lassroom demonstration of 
teaching ability for initial appointment in the school system? 
Encircle which answer applies. Yes No 
69. If answer is "Yes" to number 68, what applicants must take 
this test? (Check each item that applies.) 
( ) a. All applicants 
( ) b. Only elementary school applicants 
( ) c. Only junior high school applicants 
( ) d. Only senior high school applicants 
( ) e. Only applicants who lack course in practice teaching 
( ) f . Only applicants in certain subjects (Please mention) 
) g. Other applicants? ..... ..... ... .... ... ... .. ......... .. ........ ... ...... ...... . 
70. Who usually evaluates the classroom demonstration of teaching 
_ability? _ (Check each item that applies.) 
( ) a. Superintendent of schools 
( ) b. Member of examining board or committee 
( ) c. Representative of examining board or committee 
( ) 1. Principal 
( ) 2. Director or supervisor 
( ) 3. · Head of department 
) d. Other person? .. ......... ................................... ................ . . 
71~ How many persons evaluate the classroom demonstration of 
teaching ability? (Check each item that applies.) 
( ) a . One 
( ) b. Two 
( ) c. Other number of persons'? ...... .. ... ..... ... ............ ...... .... .. . 
72. How many classroom demonstrations of teaching ability must an 
applicant give'? (Check each item that applies.) 
· ( · -) a. One 
( ) b. Two 
( ) c. Other number? .. ..... · .............. ...... ....................... .. .. .. ..... . .. 
73. If answers to number 71 and number 72 indicate more than 
one evaluator and more than one demonstration, please check 
whichever item applies. 
( ) a. E valuators observe demonstrations separately 
( ) b. Evaluators observe demonstrations collecti--:ely 
7 4. How much time is given to the classroom demonstration of 
teaching ability'? (Check each item that applies.) 
( ) a. One complete teaching period 
( ) b. Two complete teaching periods 
( ) c. Other time'? .... ..... ...... ... ................. ....... ...... .......... .. .. ....... . 
·75. Where is the classroom demonstration of teaching ability given? 
(Check each item that applies.) 
( ) a. All applicants must give the demonstration before a 
class in the local school system 
b. Applicants teaching in other nearby school systems 
are visited in their own classrooms 
c. Applicants teaching in other school systems rela tively 
distant from local system must give the demonstration 
before a class in the local school 
76. How much advance time is allowed a candidate to familiarize 
himself with the local school or class before whom he is to give 
the demonstration of teaching ability? (Check each item that 
applies.) 
( ) a. No time at all 
( ) b. One day 
( ) c. As much time as candidate desires 
( ) d. Other time'? ... .. ... .... ... .... ... ... ............ ......... ... ......... .... ..... . 
77. Are candidates supplied with written instructions, prepared by 
the local examining authorities, for guidance in presenting the 
classroom demonstration of teaching ability? EnCircle which 
answer applies. Yes No 
78. What steps are taken in the local school system to standardize 
conditions for the classroom demonstration of teaching ability 
by the various applicants? (Check each item that applies.) 
( ) a. "Normal" class is chosen for the demonstration lesson 
( ) b. "Good" teacher's class is selected for the demonstra-
tion lesson 
( c. All rating officials meet in advance of the demonstra-
tion to standardiz.e their criteria of good teaching 
d. Other steps? ...... ............. ............. ... ........ ......... .......... ..... . 
3. Personal Interview 
79. Are personal interviews required for all applicants for initial 
teaching positions in the school system? Encircle which answer 
applies. Yes No 
80. Are personal interviews with applicants held at the discretion of 
the selecting agency? Encircle which answer applies. Yes No 
81. Is the classroom demonstration of teaching ability by a candi-
date used as a substitute for the personal interview? Encircle 
which answer applies. Yes No 
82. Who usually conducts the personal interview? (Check each 
item that applies.) 
( ) a. Superintendent of schools 
( ) b. Member of examining board or committee 
( ) c. Principal 
( ) d. Director or supervisor 
( ) e. Head of department 
( ) f. Specially designated committee of school staff 
( ) g. Other persons? .... .. ........................................................ .. 
83. How many persons interview or rate the applicant? 
the number which applies. 1 2 3 4 5 6 7 
Encircle 
8 9 10 
84. How many interviews must a candidate undergo? (Check each 
item that applies.) 
( ) a. One 
( ) b. Two 
( ) c. Other number? .. ..................... ...... ........ ... .. .. .................. .. 
85. If answers to number 83 and number 84 indicate more than one 
rater and more than one interview, please check whichever item 
applies. 
( ) a. Raters interYiew applicant separately 
( ) b. Raters interview applicant collectively 
85a. Where raters interview applicant collectively, do they prepare 
independent ratings? Encircle which answer applies. Yes No 
86. What is the length of the personal interview? (Check each 
item that applies.) 
( ) a. Fifteen minutes 
( ) b. From fifteen to thirty minutes 
( ) c. From thirtv minutes to one hour 
( ) d. No uniform time 
( ) e. Other length? .. ...... ...... .. .. .... ....... .... .. .... ..... ... ...... .. .. ..... ... . 
87. Are applicants required to receive or achieve a specified mark 
or rank in the written examinations in order to be eligible for 
the personal interview? Encircle which answer applies. Yes No 
· 88. What are the main purposes of the personal interview? (Check 
each item that applies.) 
( ) a. Judge candidate's command of oral English 
( ) b. Check candidate's voice 
( ) c. Rate candidate's physical appearance and dress 
( ) d. Ascertain candidate's educational philosophy 
( ) e. Determine candidate's rang.e of interests 
( ) f. Judge candidate's mental alertness 
( ) g. Evaluate candidate's poise ·and jU:dgme11t 
( ) h. Determine candidate's aptitude for position 
( ) i. Appraise candidate's personality 
( ) j. Other purposes? .............. ............................... .......... ...... . 
89. What special efforts are made to standardize the personal inter-
view procedure? (Check each item that applies.) 
( ) a. Each interviewer is provided with a uniform check list 
or outline of traits or qualities on which information 
is desired 
b. Each interviewer is supplied with a score card or rating 
sheet, plus written definitions of the rating items and 
instructions on how to record the ratings 
c. Interviewers strive to achieve comparable standards by 
advance practice testing . 
d. Other efforts? .............. .. .... ............ .............................. .. 
90. Is your method of evaluating c~didates in the personal inter-
view based on the so-called "man-to-man" scale? Encircle which 
answer applies. Yes No 
91. May candidates be eliminated in the personal interview despite 
their passing the written examinations and meeting other edu-
cational and experience requirements? Encircle which answer 
applies. Yes No 
92. If answer is "Yes" to number 91, please indicate briefly the 
reasons therefor. 
4. Medical Examinations 
93. Are all applicants required to pass a medical examination? 
Encircle which answer applies. Yes No 
94. If medical examinations are required, who certifies as to an 
applicant's fitness? (Check each item that applies.) 
( ) a. Medical officer of the local board of education 
( ) b. Physician chosen f rom the list approved by the board 
of education 
) c. Any licensed physician 
95. Is the fo1·mulation of health standards the exclusive province of 
the examining board or committee? Encircle which answer 
applies. Yes No 
96. If answer is "No" to number 95, what agency formulates health 
standards for applicants? Please mention . .. .... .... ............. .... ... .. 
"Weights" Assigned to Parts of Teacher Selection Examination 
97. Are specific "credits" or "weights" assigned to the various parts 
of the teacher selection examination and then totaled to deter-
mine the mark of each candidate for an initial teaching 
position? Encircle which answer applies. Yes No 
98. If "weights" are assigned to the several parts of the teacher 
selection examination, what are the amounts? (Please specify.) 
o/o or Points 
( ) ( ) a. Major written examination 
( ) ( ) b. 1st Minor written examination 
( ) ( ) c. 2d Minor written examination 
( ) ( ) d. Classroom demonstration of teaching ability 
( ) ( ) e. Personal interview 
( ) ( ) f. Minimum educational and professional training 
( ) { ) g . "Extra" educational and professional training 
( ) { ) h. Minimum teaching experience 
( ) ( ) i. "Extra" teaching experience 
( ) ( ) j . Letters of recommendation 
( ) ( ) k. Other standards? ...... .. ...... .... .......... .... .. .... ... .... . 
( I. Total o/o or points 
99. What total composite score must a candidate achieve on the 
teacher selection examination in order to pass? (Check each 
item that applies.) 
( ) a. None 
( ) b. Varies with conditione 
( ) c. Score? ..... .... ... ... ..... .... .. ... . 
( ) d. Rank? .. ... .. ... ..... .. ... ....... .. . 
( ) e. Other? .... ..... .... ........ ... .... . . 
Eligible Lists of Candidates 
100. Does the teacher selection examination r esult in the creation of 
unrated lists conta ining names of approved candidates? Encircle 
which answer applies. Yes No 
101. Are initial teaching appointments made from eligible or rated 
lists containing names of the candidates arranged in the order 
of their standing, as determined by their total marks? Encircle 
which answer applies. Yes No 
102. Must all initial teaching appointments be made in the order of 
the candidates' names on the rated eligible lists? Encircle 
which answer applies. Yes No 
103. In the teacher selection process, is preference of any kind given 
to candidates who are honorably discharged vet erans of service 
in the United States armed forces during wartime? 
Encircle which answer applies. Yes No 
104. If answer is "Yes" to number 103, what is the nature of this 
preference? (Check each item that applies.) 
) a. The names of non-disabled veterans who pass the 
prescribed examinations are placed on the eligible lists 
in the order of their respective standings above the 
names of all other non-veteran candidates 
b. The names of qualified disabled veterans are placed on 
the eligible lists in the order of their respective stand-
ings ahead of the names of all other candidates 
) c. Extra points are added to the scores of applicants in 
non-disabled veterans status. (Please specify amount.) 
d. Extra points, beyond the total given to non-disabled 
veterans, are added to the scores of disabled veteran 
applicants. (Please state number.) ............................. . 
105. May any one of the first three candidates on the rated eligible 
lists be appointed? Encircle which answer applies. Yes No 
10 6. A1·e successive rated eligible lists merged? Encircle which 
answer applies. Yes No 
107. Must an earlier rated eligible list be exhausted before appoint-
ments are made from a subsequently prepared eligible list? 
Encircle which answer applies. Yes No 
108. Is there a time limit on the life of a rated eligible list? E ncircle 
which answer applies. Yes No 
109. If answer is "Yes" to number 108, what is the length? (Check 
each item that applies.) 
( ) a. Two years 
( ) b. Three years 
( ) c. Other length? .. .... .... ... .... ...... .. ..... .. .... .... ..... .... ... .. .. .. .. ..... . 
110. Do separate rated eligible lists exist for men and women? 
Encircle which answer applies. Yes No 
111. Afte1' the rated eligible lists have been organized by the 
examining board or committee, do these lists then become final? 
Encircle which answer applies. Yes No 
112. If answer is "No" to number 111, what agency or officer 
certifies these eligible lists as final? (Check each item that 
applies.) 
( ) a. Board of education 
( ) b. Superintendent of schools 
( ) c. Board of superintendents 
( ) d . Personnel division 
( ) e. Other agency or officer? ._. ... .. ..... ......... ..... .......... ... ........ . 
113. What publicity is given to rated eligible lists? (Check each item 
that applies.) 
( ) a. Published as a matter of public record 
( ) b. Restricted to telling individual candidates of their 
comparative standings 
c. Other publicity? .. ................ .. ..... ..... .. ..... ... .. ..... .. ... ... ..... .. 
I 
. ! 
114. How much time elapses from the day the candidates take the 
written examinations to the certification or publication of the 
rated eligible lists? (Check each item that applies.) 
( ) a. Three months 
( ) b. Six months 
( ) c. Nine months 
( ) d. Other time? ............................................................... .... . 
Nomination and Appointment of Candidates 
115. What is the relationship between the superintendent of schools 
and the board of education relative to the selection and appoint-
ment of teachers? (Check each item that applies.) 
a. The superintendent of schools nominates individual 
candidates on the eligible lists and the board of educa-
tion makes the actual appointment 
b. The superintendent of schools selects and appoints 
teachers from the eligible lists without any participa-
tion by the board of education 
c. Other practices? ........ ..... ... ... ....... ........... .... ... .. ............... . 
116. How many teaching appointments were made in the school 
system during 1947? .. .... ...... ....... ........ .. .... ....... ....... .... .... ... ... .. .... . 
Probationary Period for New Teachers 
117. Are teachers appointed from the eligible lists required to serve 
on probation for a specified period before receiving permanent 
appointments? Encircle which answer applies. Yes No 
118. If answer is "Yes" to number 117, what is the length of the 
period? (Check each item that applies.) 
( ) a. One year 
( ) b. Two years 
( ) c. Three years 
( ) d. Other period? ......... ..... ...... .. ...... ........ ... .. ...... ... ....... ...... . 
119. Who determines the fitness of probationary teachers for per-
manent appointment? (Check each item that applies.) 
( ) a. Superintendent of schools 
( ) b. Personnel division 
( ) c. Examining board or committee 
. ( ) d. Supervisors 
( ) e. Principals 
( ) f. Other agency or officer? .... .. ... ... ....... .. ... ..... .. ................ . 
120. 'Has the examining board or committee made any studies of 
probationary teachers in order to check its methods of selection?. 
Encircle which answer applies. Yes No 
121. Over the period of the past five years, what percentage of 
probationary teachers failed to secure permanent appointment? 
.... .... ... . % 
Substitute Teachers 
122. What methods are usually employed in the selection of substi-
tutes or temporary teachers for the school system? (Check 
each item that applies.) 
( ) a. Written examinations 
( ) b. Personal interview 
( ) c. Formal application blank 
( ) d. Other method? .................... ............... ............ ................ . 
123. What school agency or officer examines and rates candidates 
for substitute teachers positions? (Check each item that 
applies.) 
( ) a. Superintendent of schools 
( ) b. Personnel division 
( ) c. Examining board or committee 
( ) d. Other agency or officer? ............... ................................ . 
124. What school agency or officer is responsible for the training of 
substitute teachers? (Check each item that applies.) 
( ) a. Superintendent of schools 
( ) b. Personnel division 
( ) c. Examining board or committee 
( ) d. Other agency or officer? .... .. .................. ........ ......... ..... .. 
Promotion of Teachers 
125. What practice is followed within the school system in promoting 
t eachers to positions with higher pay and greater responsi-
bility? Examples of such positions are heads of departments, 
principals, directors, and other supervisory positions. (Check 
each item that applies.) 
( ) a. No formal procedure exists; each promotion is made 
on individual basis 
( ) b. Prescribed procedure involving written examination 
( ) c. Prescribed procedure involving rating of record 
( ) d. Other practice? ......... .............. .... ... ........... ....... ............ .. 
.......... .. .... ...................... .. ................................................................ 
126. Are promotions to positions as heads of departments, principals, 
directors, and other supervisory posts within your school system 
restricted to those who are current members of the instructional 
staff? Encircle which answer applies. Yes No 
127. Are promotions to positions as heads of departments, principals, 
directors, and other supervisory posts within your school system 
r estricted to those who have been at one time members of your 
instructional staff? Encircle which answer applies. Yes No 
128. What school agency or officer formulates the items included in 
the specified procedure for promotion? (Check each item that 
applies.) 
( ) a. Superintendent of schools 
( ) b. Board of superintendents 
( ) c. Personnel division 
( ) d. Examining board or committee 
( ) e. Committee consisting of administrators, supervisors, . 
and classroom teachers 
( ) f. Other agency or officer? ......... ............... ............ ........... . 
129. What school agency or 0fficer· is responsible for the preparation 
of promotional eligibilityrlists.?' (Check each item that applies.) 
( ) a. Superintendent of schools; 
( ) b. Board of superintendents 
( ) c. Personnel division 
( ) d. Examining hoard Ol" eommittee 
( ) e. Other agency or officer? ... .... ...... ... ... ... .. ...... ...... ........... ... 
130. What publicity is given to rated lists of candidates for promo-
tion? (Check each item that applies.) 
a: Published as a matter of public record 
,, 
b. Restricted to telling individual candidates of their 
comparative standings 
c. Other publicity? ...... ............ ... ........ .. .. .................. .... .. ... .. !... 
131. If rated lists of candidates for promotion are prepared, what 
is the life of these lists? (Check each item that applies.) 
( ) a. One year 
( ) b. Two years 
( ) c. Three years 
( ) d. Other time? ....... .... ........... ......... ...... .. .. .... ........ ........... .. . . 
132. If rated lists of candidates for promotion are prepared, are 
separate lists maintained for men and women? Encircle which 
answer applies. Yes No 
N arne of person filling in the check list ........................................... . 
Official position 
City ... ....................................................... State ............................... . 
. .., 
r 
...... 
-
f' , • . ·-
Return one copy only, to 
Joseph M. 0 'Leary 
Room 201, Boston University 
School of Education 
84 Exeter Street 
Boston 16, Massachusetts 
., _ 
3EPH M. O'LEARY 
3UIDANCE DEPARTMENT 
BOSTON PUBLIC SCHOOLS 
HIGH SCHOOL OF COMMERCE 
AVENUE LOUIS PASTEUR 
BOSTON, MASS. 
EXAMINING BOARDS OR COMMITTEES FOR 
THE SELECTION OF PUBLIC SCHOOL TEACHERS 
To the Superintendent of Schools: 
November 26, 1947 
Several months ago, you were kind enough to answer a preliminary check list relative to teacher selection. 
Complete nation-wide returns from this check list study indicate that fifty-five school systems in cities of 100,000 
population or over have "Examining Boards or Committees for the Selection of Public School Teachers.' ' Their 
procedures have enough in common so that a serious detailed analysis of their methods would develop a pattern of 
action which might be helpful to you and to your assistants concerned with the selection of good teachers. 
Since you are one of the superintendents in this group of cities, I ask that you fill out the enclosed check list 
or designate a qualified person from within your organization to do so. Your cooperation will be deeply appreciated. 
When the check list has been returned, the facts therein will be used as the basis of a doctoral dissertation 
entitled "Examining Boards or Committees for the Selection of Public School Teachers" at Boston University, 
School of Education. Sponsoring this study are Professor Worcester Warren [School Administration], Professor 
Roy 0. Billet. [Secondary Education], and Professor William C. Kvaraceus [Tests and Measurements]. 
After I have gathe~ed and analyzed the information, I shall be glad to give you a summary of the findings. 
The check list has been desi!!;ned in such a way that answering requires a minimum of effort. Almost all 
of the questions can be answered by inserting check marks or by putting circles in the proper places. From forty-
five to sixty minutes are required. to answer the check list. 
Certain information bearing on questions of this check list may be contained in various mimeographed or 
printed publications issued by your school system. If so, I should be pleased to receive any of these publications 
you may wish to send me in addition to the answers on the check list . 
A stamped addressed envelope is enclosed . 
. , 
The dxtra copy of the check list may be retained for your files. 
Retur'.n one copy only, to 
Joseph M. 0 'Leary 
Room 201, Boston University 
School of Education 
84 Exeter Street 
Boston 16, Massachusetts 
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~M F . L.OONEY 
~D MASTER 
BOSTON PUBLIC SCHOOLS 
HIGH SCHOOL OF COMMERCE 
AVENUE LOUIS PASTEUR 
BOSTON 15, MASSACHUSETTS 
March 18,1948 
To the Superintendent of Schools: 
Recently I forwarded a copy of the enclosed check 
list to your office. The press of business doubtless has 
prevented your answering it. 
So far the majority of the large city scho~l systems 
have returned filled-in lists. I am anxious to achieve a 
one hundred per cent response. Therefore I should appreciate 
very much your answering the check list or designating a 
person from within your organization to do so. 
A summary of the completed study will be sent t o you . 
Thank you for your cooperation. 
Sincerely yours, 
r+£11t: ()' ~ 
Joseph M. O'Leary 
Head, Guidah~e Dept. 
AM F. LOONEY 
~D MASTER 
BOSTON PUBLIC SCHOOLS 
HIGH SCHOOL OF COMMERCE 
AVENUE LOUIS PASTEUR 
BOSTON 15, MASSACHUSETTS 
June 7 1 194$ 
To the Sunerintendent of Schools: 
Several weeks ago a copy of the enclosed 
check l i st was sent to your offi ce o Of the fifty-
three check lists forwarded to large city school 
systems, forty-one have been returned. My hope is 
to receive a one hundred oer cent response, 
Your answering the check list or designating 
a person from within your organization to do so 
would be a ppreciated greatly. 
A summary of the completed study will be sent 
to you . 
Sincerely yours, 
~'!JL (J~ 
Josenh M. O'Leary 
Head, Guidance Department 
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